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 The transition from academia to the working world represents a harrowing experience, 
even more so for novice professionals who are embarking on their first professional appointment 
upon graduation. Owing to their high status in society and important duties they perform, great 
responsibilities and demands are placed on professionals in terms of their work performance, 
code of conduct, and expert service provided to their clients. While socialization practices do 
contribute to the adjustment of new employees, what is of greater significance for professionals 
in particular is the knowledge that is transferred to them through these processes. 
 The key purpose of this study is to investigate the content of the professional 
socialization process, namely the organizational and professional knowledge that newcomers 
acquire. The important role of these knowledge domains in helping newcomers adjust to their 
new careers and in alleviating the anxiety of organizational entry has been overlooked in past 
research into this area. At the same time, the effect of the dispositional attributes of the novice 
professionals and organizational influences on the knowledge they acquire, and the subsequent 
impact of knowledge on their adjustment and work performance outcomes is investigated. The 
study sample comprised 83 Singapore university graduates from two of the most highly-regarded 
and knowledge-intensive professional fields, law and medicine, who were embarking on their 
professional career after graduation. In doing so, I tested a number of hypotheses regarding the 
influence of the newcomer’s learning goal orientation and self-construal, as well as the role of 
mentoring and peer interaction on the amount of organizational and professional knowledge the 
novice lawyers and doctors acquired during socialization into their new law firms and hospitals. 
The mediating role of the knowledge domains on the resultant professional socialization
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outcomes of role clarity, workgroup integration, task mastery and professional orientation was 
also examined. 
 Using existing measures as well as groundbreaking self-developed items, this study found 
that novice professionals who were learning-oriented reported higher levels of professional 
knowledge, while those who were high in interdependent self-construal acquired more 
organizational and professional knowledge. However, the relationship between high learning 
goal-oriented newcomers and organizational knowledge was not supported. Mentors and peers 
were also found to be important sources of professional knowledge to the newcomers, while they 
did not have a significant influence on the amount of organizational knowledge acquired. In turn, 
organizational knowledge acted as a mediator and helped increase the newcomer’s role clarity 
and task mastery.  As for professional knowledge, it was also positively related to the 
newcomer’s level of task mastery and professional orientation. An unexpected finding was the 
continued influence of interaction with peers on role clarity even after the mediating effect of 
organizational knowledge was included. The managerial implications of this pioneering study on 
the important role of knowledge in the professional socialization of new lawyers and doctors in 
Singapore are also discussed.   
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1.1 BACKGROUND OF STUDY 
The area of organizational socialization and newcomer adjustment has received 
widespread interest in recent years. Organizational entry and the transition from university to the 
working world represents a daunting yet important phase in the newcomer’s career development. 
During entry, newcomers experience rites of passage, rituals and ceremonies that facilitate the 
movement of individuals from one role to another. The purpose of such rites is to signal to both 
the newcomer and role set members the change in roles, associated role identities and status 
(Ashforth, 2001). However, at this entry stage, newcomers, especially new professionals, would 
feel a sense of “betweenness”, of not belonging anywhere, and being at the intersection between 
academia and industry (Duchscher & Cowin, 2004). They are caught between practicing the 
ideals they were taught during their undergraduate education, and the real world practice 
standards. Hence, this initial point of entry into the organization is where socialization, learning, 
and adjustment issues are the most important and problematic for newcomers (Klein & Weaver, 
2000; Van Maanen & Schein, 1979; Haueter, Macan, & Winter, 2003) and have long-lasting 
effects on their future career success. 
Early socialization research focused on the socialization tactics used by organizations to 
integrate their new employees (Van Maanen & Schein, 1979; Jones, 1986). In the past, 
newcomers were viewed as passive recipients of socialization information during the adjustment 
phase where they would just absorb whatever was taught to them (Thomas & Anderson, 2002). 
This was followed by socialization studies that investigated the proactive role of employees in 
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their own socialization (Morrison, 1993; Kammeyer-Mueller & Wanberg, 2003) and in seeking 
information to help them adjust and make sense of their new organization (Thomas & Anderson, 
1998; Lankau & Scandura, 2002). These researchers explored the role of individual 
characteristics such as self-efficacy (Jones, 1986), tolerance of ambiguity (Ashford & 
Cummings, 1985), self-construal (Markus & Kitayama, 1991), proactive personality (Morrison, 
1993), and need for feedback (Black & Ashford, 1994) which may influence the socialization 
process.  
While past research has examined the role of dispositional attributes and organizational 
influences, more recently there has been increased interest in the content of the socialization 
process and the knowledge the newcomers learn during socialization which are required for 
successful adjustment (Chao, O’Leary, Wolf, Klein, & Gardner, 1994; Hart & Miller, 2005). For 
instance, Chao et al (1994) looked at organizational knowledge as the main form of knowledge 
acquired by newcomers during socialization. Other recent studies have also investigated the 
relationship between organizational influences and organizational knowledge (Thomas & 
Anderson, 2002; Morrison, 2002). Morrison (2002) examined the relationship between 
informational networks and the newcomer’s level of organizational knowledge while 
Kammeyer-Mueller and Wanberg (2003) investigated the effect of organizational socialization 
on the newcomer’s political knowledge, task mastery and role clarity. Thomas and Anderson’s 
(2002) study on British Army recruits involved the influence of institutional socialization tactics 
on newcomer information acquisition. The role of dispositional attributes on newcomer 
knowledge acquisition and information seeking has also received some research attention in 
recent years. Kammeyer-Mueller and Wanberg (2003) highlighted the effect of newcomer 
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proactive personality on the amount of political knowledge newcomers acquired about their 
organization  
Although the organizational knowledge construct does reflect a step in the right direction 
in terms of understanding the content of socialization, it largely pertains to the social dimension 
of knowledge. Organizational knowledge by itself would only teach the newcomers the basic 
knowledge about the organization, the general tasks they are to perform, and what their job 
entails. To further advance in their careers and immerse themselves fully in the organization, 
newcomers need to acquire a deeper understanding of their professional and occupational 
identity. This is even more imperative for newcomers entering specialized professions 
distinguished by their norms, codes of conduct, professional identity and community, and 
specialized technical knowledge. Such knowledge is termed as “professional knowledge”.  
Furthermore, professionals frequently function within an organizational context and 
hence need to understand both forms of knowledge to don the mantle of a functioning 
professional (Gouldner, 1957, 1958). Hence, examining both forms of knowledge is particularly 
important for professionals owing to their dual affiliation to both the organization and profession. 
Van Maanen and Schein (1979) also state that organizational learning is important in socializing 
employees into the dominant organizational values and professional role. Thus, there is a need to 
fill in the gaps in past research as to how newcomers not only acquire the basic knowledge of 
their new organization, but also the more technical professional knowledge that would help them 
master their tasks and learn what it means to be a professional. While the organizational 
knowledge construct has been touched upon in recent studies, investigations into the role of both 
organizational and professional knowledge in newcomer socialization, and socialization 
experiences of professionals in particular, have been greatly lacking. 
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Although the importance of organizational influences and dispositional attributes on 
newcomer adjustment has been extensively examined and a handful of recent studies have 
attempted to investigate their effects on newcomer knowledge acquisition, further empirical 
research into the role of knowledge acquisition in the socialization process is needed. Hence this 
study seeks to further advance this stream of research by examining the saliency of both the 
newcomer’s dispositional attributes and organizational influences during knowledge acquisition. 
As the key purpose of any form of organizational socialization is to transfer knowledge to new 
entrants, it is important to include the potential influencing effect of dispositional attributes as 
well.   
A further contribution of this study is to investigate the domains of knowledge that 
newcomers acquire during socialization, namely organizational and professional knowledge, and 
their potential mediating effect on the relationship between dispositional attributes and 
organizational influences, and organizational and professional-level outcomes. Taken as a whole, 
this represents the knowledge acquisition process experienced by novice professionals during 
socialization. As a major issue faced by most newcomers from the first day of starting work is 
acquiring the necessary knowledge and skills they need to perform their expected task behavior 
(Chao et al, 1994), this study will provide significant contributions to the area of successful 
newcomer adjustment and professional socialization. 
This study investigates the professional and organizational socialization experienced by 
novices of two professions, namely novice doctors and lawyers. This sample is chosen as these 
represent highly professional and knowledge-intensive careers where acquiring knowledge and 
the ability to apply it in day-to-day work tasks is key to career success and continuous learning. 
These two professions represent more independent and autonomous careers where members are 
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given more freedom to learn and acquire knowledge compared to other professions such as 
accountants who are more confined within a rigid organizational structure. Upon leaving the 
university, medical and law graduates are also likely to enter their chosen profession and remain 
as a doctor or lawyer in contrast to other professional graduates who may enter different lines of 
work. This continuity is important in this study as I assess the newcomers upon graduation and 
trace their subsequent experiences as they begin their professional careers. There is also a lack of 
empirical research on the socialization and knowledge acquisition process within hospitals and 
law firms. The majority of professional socialization studies have examined pre-clinical students 
at universities, nurses, and MBA students as their sample of interest (Pitkala & Mantyranta, 
2003; Raz & Fadlon, 2005). Studies by Morrison (1993) and Chatman and Barsade (1995) 
looked at new professional accountants, but examined their socialization into the organization, 
rather than their professional socialization.  
Hence, research into the highly complex medical and legal professions would help shed 
more light on the unique socialization experiences and knowledge such newcomers are exposed 
to and potential adjustment problems they may face. Although some may argue that socialization 
for such professionals may begin during their academic studies where they perform clinical 
rounds as part of their curriculum or while serving as interns in law firms, it is important to note 
that this study’s interests lie in “professional newcomers to an organization” and their 
experiences when they first begin their full-time medical and legal careers upon graduation, 
rather than simply their first experiences in a hospital or law firm. Furthermore, this study also 
aims to shed more light on how professional newcomers to an organization balance the 
competing demands from both a professional and organizational standpoint, while at the same 
time learning both professional and organizational knowledge. While this present thesis is an 
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initial pioneering attempt at understanding these aspects and may not explain the complete 
professional socialization process, it represents a significant step forward in advancing our 
understanding of this phenomenon of professional socialization within the organizational 
context. 
Medicine and law are also chosen as these established professions, according to Hall 
(1968), fit most closely to his “professional model” and what is considered highly 
professionalized careers, such as possessing a sense of calling and belief in public service. Most 
studies on socialization have been conducted mainly within US organizations, despite the rapid 
economic growth experienced by Asian countries in recent years (Chow, 2002). Thus, a further 
contribution of this study is that it investigates socialization within the Asian context by looking 
at lawyers and doctors in Singapore.  
In the UK, studies have found that it is difficult to recruit and keep doctors due to pay and 
work conditions. A third of doctors surveyed said that they would not choose medicine if they 
were starting their careers now. In a Harvard Medical School study, 18% of physicians were 
somewhat or very dissatisfied with their profession (Harvard Gazette Archives, 2003). Excellent, 
but dissatisfied, physicians may decide to leave the medical practice early while highly talented 
medical students may opt for a different career path. Thus, there is a pressing need to reduce 
turnover and dissatisfaction. Reasons for dissatisfaction are that very often medicine does not 
meet the individual’s career expectations and doctors become frustrated with managed care, 
increasing healthcare regulation and colleagues who provide little leadership and peer support. 
  Other causes of dissatisfaction are problems associated with mentoring, work 
supervision, communication within the firm, opportunities for growth and experience, process of 
advancement, level of workload, balance with personal life, benefits and compensation and lack 
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of recognition. This applies for both the medical and legal profession. As for managed care 
practices, it affects physicians’ satisfaction by limiting their clinical autonomy.  
Within the Singapore context, there is a worrying trend in terms of turnover and job 
satisfaction of young professionals. The legal profession has seen an increase in lawyer turnover, 
especially younger lawyers at the early stages of their careers. This is according to the Ministry 
of Law’s census of law firms and lawyers in Singapore conducted in 2001. From 1999 to 2001, 
624 lawyers left the legal practice, 17% of the total number of lawyers here.  After leaving, they 
either took up law-related positions in overseas companies or entered into new careers altogether 
(The Straits Times, 14 Mar 2003). 74% of these ex-lawyers who participated in the census had 
only worked for less than 7 years before they ceased practice. Common reasons cited for leaving 
the profession were discontentment with the long working hours, burnout, heavy workload, job 
stress, inadequate compensation compared to the work they had put in, and the desire to pursue 
other interests. Hence, this study may also be able to uncover the underlying causes behind these 
reasons for leaving the profession. It may be a result of inadequate socialization procedures, the 
inability of newcomers to fully integrate themselves into the profession, or a lack of knowledge 
of what the profession entails and the intrinsic requirements of the job rather than discontentment 
with the general characteristics associated with the profession such as pay and workload. For 
instance, there is the problem of stigmatization where senior professionals do not accept 
newcomers as professional equals, and label them as “kids”, “fresh graduates”, or “novices” 
(Duchscher & Cowin, 2004). They may also behave antagonistically and abusively towards the 
novices. 
As for new doctors in Singapore, there have been a growing number of complaints in the 
press by patients regarding the insensitive behavior and lack of care and concern on the part of 
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new doctors and interns, as well as poor treatment they had received. Informal interviews with 
new doctors also revealed a growing sense of dissatisfaction and apathy among them regarding 
their work and hospital life due to adjustment problems and conflicts with hospital staff. There is 
a great need to reduce such professional dissatisfaction and turnover. In the legal profession, 
hiring new lawyers is increasingly expensive and time consuming. The loss of good associates is 
also costly to the firm in terms of dollars, client relations and morale. New lawyers arrive at the 
law firms with few of the skills they require for actual practice. Hence, an absence of proper 
socialization and developmental support programs may cause them to be unproductive, frustrated 
and dissatisfied, thus the firm would be unable to reap maximum benefit from these newcomers. 
There may also be a conflict of interest and confidentiality problems when a lawyer turns over 
and joins another law firm.  
As both the legal and medical profession frequently involve making important decisions, 
especially the medical profession where life and death choices have to be made, the lawyers’ and 
doctors’ level of competence, sense of duty, and identification with their professional role takes 
on greater significance as incompetent, uncertain, demoralized, frustrated professionals with low 
self-confidence and a lack of belongingness to their chosen profession are unlikely to perform to 









Chapter 1: Introduction   9 
 
1.2 PURPOSE OF STUDY 
 
Hence, as researchers in the widely-studied area of newcomer socialization have begun to 
recognize the important role of knowledge in the socialization process, this study seeks to 
investigate this new phenomenon within the largely unexplored professional context. Theoretical 
frameworks and empirical research on both these areas are greatly lacking in the current 
socialization literature.  As such, the principal aim of this thesis is to understand how new 
professionals acquire knowledge during organizational entry. I investigated the nature and 
content of the knowledge acquired by the newcomer and its effect on newcomer socialization. 
More specifically, this study’s goal is to examine the impact of organizational influences and 
dispositional attributes on newcomer knowledge acquisition and subsequent professional 
adjustment outcomes, and to determine if a link exists between these variables. 
The structure of this thesis is as follows. The next chapter will critically review the extant 
literature pertaining to the broader concept of organizational socialization, knowledge acquisition 
as well as dispositional attributes and newcomer adjustment outcomes. The literature review will 
then be used in developing a research model and formulating hypotheses that will be tested using 
recently graduated medical and law students in Singapore who had just begun their professional 
careers. Chapter 3 will describe the sample, research design and methodology used to conduct 
this study. In Chapter 4, the results of the data analysis will then be presented. Finally, I will 
discuss the research findings as well as draw some conclusions and recommendations from the 
study in Chapter 5. 
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CHAPTER 2 
LITERATURE REVIEW AND STATEMENT OF HYPOTHESES 
______________________________________________________________________________ 
 
2.1 ORGANIZATIONAL SOCIALIZATION 
Organizational socialization is defined as the process through which newcomers acquire 
task-related competencies and knowledge about performance standards, the key members of the 
organization, organizational goals and values, and organizational jargon associated with their 
new job (Chao et al, 1994). This process of teaching and learning allows the newcomer to “learn 
the ropes”, adjust to the new environment and acquire the necessary skills and knowledge to 
perform their roles (Van Maanen & Schein, 1979). As such, the organizational socialization 
process can also be seen as the key method through which knowledge about work and the 
organization is transferred to newcomers. The different research streams in the area of 
organizational socialization from past studies are as follows. 
2.1.1 Stage Approach to Socialization 
Feldman (1976) had first described the socialization process as consisting of stages. The 
first stage, anticipatory socialization, relates to realism and congruence of the learning the 
newcomer has acquired before joining the organization that helps them form expectations about 
the job. In the accommodation stage, the newcomer enters the organization and attempts to 
become a participating member by learning the tasks, forming relationships with others, 
understanding their roles and acquiring knowledge that would aid them in adjusting. This is 
followed by the role management stage where the newcomer attempts to resolve conflicts 
between his work role and other roles he may hold. Lastly, the socialization process culminates 
in socialization outcomes such as satisfaction and work motivation.  
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2.1.2 Socialization Tactics and Organizational Influences 
Another stream of socialization research examines the role of organizational socialization 
tactics in newcomer adjustment (Van Maanen & Schein, 1979). Socialization tactics are practices 
and experiences structured for the newcomers by the organization’s decision makers. The six 
tactics in Van Maanen and Schein’s (1979) groundbreaking study consist of collective-
individual, formal-informal, sequential-random, fixed-variable, serial-disjunctive, and 
investiture-divestiture. These tactics represent socialization activities the newcomers encounter 
when entering the organization and are used in their integration.  
The tactics encompass several organizational antecedents commonly used in socializing 
newcomers and thus can be seen as being related, interchangeable concepts. Organizations often 
do not explicitly refer to socialization tactics as such but these tactics represent the foundation on 
which organizational influences such as mentoring are structured upon. For instance, serial-
disjunctive tactics are similar to mentoring programs as they involve the availability of mentors 
and job incumbents that help orientate the newcomers and share information with them about the 
organization (Van Maanen & Schein, 1979). The majority of socialization researchers, as 
mentioned in the previous chapter, have also investigated specific organizational influences such 
as orientation (Cable & Parsons, 2001; Chow, 2002), peer interaction (Morrison, 1993; Chan & 
Schmitt, 2000), and mentoring (Ostroff & Kozlowski, 1992; Kammeyer-Mueller & Wanberg, 
2003) in their studies of newcomer adjustment, or single dimensions such as institutionalization 
(Jones, 1986; Kim et al, 2005) rather than using Van Maanen and Schein’s (1979) “six tactics” 
classification. This is due to the high inter-correlations (Kim, Cable, & Kim, 2005), cross-
loadings between the tactics, and a lack of a fixed consistent factor structure.  
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Although past researchers have not classified these organization influences as tactics and 
vice versa, they represent similar socialization methods. Owing to the relatedness and 
interconnectedness between the socialization tactics literature and organizational-level 
influences, operationalizing the generalized tactics into more discrete socialization methods such 
as mentoring and peer interaction allows more specific enquiry and empirical testing of each 
organizational influence. In doing so, their direct influence on the socialization and knowledge 
acquisition process can be ascertained, as compared to investigating their collective impact under 
broadly-labeled tactics that may simultaneously encompass a number of socialization tools under 
each tactic. According to Kammeyer-Mueller and Wanberg (2003), combining sources of 
information and socialization methods into a general socialization construct is misleading. 
Hence, examining specific methods can allow more focused recommendations and managerial 
implications to be made for each method. 
 
2.1.3 Newcomer Proactivity During Socialization 
Researchers have also investigated the role of proactivity of newcomers in their own 
socialization. As mentioned earlier, novices are not “social dopes” in the workplace but are 
active agents who are as much a product as a producer of their social reality (Gherardi, Nicolini, 
& Odella, 1998). Ostroff and Kozlowski (1992) stated the need to investigate the role of 
dispositional attributes in the socialization process. A review of several streams of research 
including socialization, training and sociology of the profession, has raised several potential 
personality traits that may serve as predictors of effective socialization and knowledge 
acquisition. Dispositional characteristics studied in past socialization research are “need for 
control” and “need for feedback” (Black & Ashford, 1994); “self-efficacy” (Jones, 1986); and 
“tolerance for ambiguity” (Ashford & Cummings, 1985). 
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However, results have shown varying significance of these dispositional attributes in the 
socialization process. In addition, Wanberg and Kammeyer-Mueller (2000) investigated the 
effects of the Big Five personality variables on proactive behaviors such as information seeking. 
However, their findings showed that neuroticism, agreeableness and conscientiousness were not 
significantly related to proactive socialization behaviors. In particular, conscientiousness has 
been touted in past research as a valued personality trait for employees in the workplace. 
However, it was not significantly related to proactive behaviors such as sense-making. Kim, 
Cable, and Kim (2005) also stated that consistent results have been elusive when using broad 
personality traits in past studies. This is largely due to most studies using state-based measures 
instead of trait-based variables. To date, two classifications of traits have been examined with 
relation to newcomer information-seeking, namely the Big Five global personality taxonomy 
(Wanberg & Kammeyer-Mueller, 2000) and traditional mid-level traits such as self-esteem and 
tolerance of ambiguity. These mid-level traits are sub-dimensions of the Big Five personality 
variables. For instance, self-esteem loads on “conscientiousness”. As past research has only 
found moderate, inconsistent, or insignificant relationships involving the broader Big Five 
personality variables, and more specific personality traits do load on the Big Five dimensions, 
such traits can replace the more general measures in empirical tests of newcomer information-
seeking. 
In Kim et al’s (2005) study for instance, “conscientiousness” resulted in only a modest 
increase in overt information-seeking, and that is only when it is mediated by perceived task 
social costs. The “openness to experience” variable also led to a puzzling finding where those 
individuals high in openness were found to be less likely to seek performance information. Their 
findings also showed only modest relationships between neuroticism and extraversion and social 
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cost relationships. Furthermore, direct relationships between personality and outcomes are not 
significant and are only moderately significant when social costs are used as mediators. George 
(1996) and Herold and Fedor (1998) also stated that it is difficult to predict specific behavior 
with a broad measure of personality. Owing to these inconsistencies, lack of agreement of the 
results, and inconclusive evidence, the Big Five personality traits were not used in this study, in 
favour of more learning and knowledge-related dispositional attributes. 
 Dispositional attributes that have been found to be consistently and closely linked to a 
newcomer’s knowledge acquisition are learning goal orientation (Dweck, 1989) and self-
construal (Markus & Kitayama, 1991). The person-organization fit literature (eg. Cable & 
Parsons, 2001) also indicates the important role of newcomer dispositional attributes as that 
stream of research states that the congruence between the employee’s values and the 
organization will lead to positive outcomes for both parties. Thus, employee characteristics do 
affect their performance outcomes. 
Although organizational influences such as orientation and training programs are 
commonly used to socialize newcomers, they tend to present idealistic and stylized views of the 
organization and reflect top management’s hopes and ideals, more than coworkers’ realities 
(Ashforth, 2001). The information imparted through such programs also tends to be linked to a 
more insular perspective held by organizational decision makers. Hence, dispositional attributes 
that drive proactivity help facilitate the acquisition of knowledge from more diverse sources such 
as peers and senior organization members, thus enabling the newcomer to uncover diverse 
perspectives, conflicts and contradictions. It also enables the newcomer to learn personalized 
knowledge, skills and abilities, and learn things that are more directly relevant to his role, long 
term interests and aspirations (Falcione & Wilson, 1988).  
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Miller and Jablin (1991) state that during organizational entry newcomers perceive that 
they receive less information from supervisors, peers, and those around them than they believe is 
necessary as experienced organizational members who initially went out of their way to integrate 
the newcomers into the organization and were open sources of insider knowledge may gradually 
become closed to newcomers’ inquiries. Hence, in situations when newcomers are not directly 
provided with knowledge sources and interaction opportunities, they must exhibit proactive 
learning behavior to seek out and learn knowledge from these sources. In organizations, both the 
dispositional attributes of newcomers and contextual factors affect how newcomers acquire 
knowledge (Miller & Jablin, 1991). 
 
2.1.4 The Content of Newcomer Socialization: Knowledge 
From these three streams of socialization research, it is seen that both organizational 
tactics as well as the newcomers’ own personality traits influence the accommodation stage of 
their socialization and how they learn to adjust to the organization. However, there is still a lack 
of empirical research into the content of socialization, namely the specific organizational and 
professional knowledge, and how newcomers acquire such knowledge during socialization. What 
newcomers learn from socialization efforts is commonly overlooked in research (Hart & Miller, 
2005). Only recently have authors begun examining the types of organizational knowledge 
involved in socialization (Chao et al, 1994; Thomas & Anderson, 1998; Morrison & Vancouver, 
2000) and the role of organizational influences and dispositional attributes as antecedents of such 
knowledge (Thomas & Anderson, 2002; Morrison, 2002) as mentioned in the earlier chapter, 
while empirical studies of professional knowledge in newcomer socialization have been lacking. 
Hart and Miller (2005) raise a similar argument that few studies have examined the message 
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content intended to inform newcomers of organizational and unit procedures, acclimate them to 
relationships with supervisors and coworkers, and inculcate organizational values.  
Although several authors have emphasized the importance of technical knowledge during 
organizational socialization (Swap, Leonard, Shields & Abrams, 2001; Ostroff & Kozlowski, 
1992), few studies have examined how the newcomer actually acquires the necessary task-
related knowledge in the context of the workplace. As much of this technical knowledge tends to 
be profession- or organization-specific and tacit in nature, it is more effectively shared through 
socialization (Nonaka, 1994). There is abundant ethnographic research on professional induction 
that has addressed some of these issues within a particular profession through ideographic and 
account-based description of events. However this stream of research is scattered and specific 
hypotheses relating to newcomer socialization and knowledge acquisition have yet to be 
developed. By adopting a more empirical approach to the area of professional socialization and 
knowledge, this study will make an important theoretical contribution.  
Hence while it is clear that organizational influences and dispositional attributes do have 
an impact on socialization outcomes as evident from past research, this study aims to determine 
their impact through the domains of organizational and professional knowledge which the 
newcomers acquire during socialization.  Recent research has raised the possibility that 
knowledge acquired by newcomers may subsequently influence socialization outcomes 
(Kammeyer-Mueller & Wanberg, 2003). Hence, the inclusion of the knowledge dimension as a 
potential mediator and as an underlying process is the “black box” which has been missing from 
previous research into the socialization process, and that is what this study will attempt to fill in. 
What will follow is a literature review of the definition of a professional, the types of knowledge, 
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the organizational influences and dispositional attributes, as well as the professional adjustment 
and knowledge acquisition outcomes that form the research model for this study. 
In sum, the theoretical contributions of this study to the stream of newcomer socialization 
and knowledge management include examining mid-level dispositional attributes that are more 
directly linked to socialization and knowledge acquisition instead of the more commonly-
examined but inconsistent broad-based personality traits, operationalizing the general 
socialization tactics into more specific organizational practices, and delving deeper into the 
knowledge content of the socialization process and what the newcomer actually learns rather 
than just identifying the effects of socialization tactics on the resultant adjustment outcomes. 
This would allow the saliency of the chosen dispositional attributes and organizational influences 
on the knowledge acquisition process to be clearly identified, an area that has yet to be 
empirically researched, to the best of my knowledge, in past knowledge management studies. 
Most studies have looked at the effect of personality traits and situational characteristics on 
newcomer information seeking, rather than knowledge and knowledge acquisition per se 
(Wanberg & Kammeyer-Mueller, 2000; Kim et al, 2005). Hence, there is a need to investigate 
“knowledge” and its dimensions as a variable in itself. This study also extends research into the 
area of socialization by empirically examining the effect of knowledge on professional 
socialization which has, for the most part, been only implied in past theoretical and ethnographic 
literature but yet to be formally tested.  
While the knowledge variable has been investigated in past research as well as its effect 
on certain adjustment outcomes (Kammeyer-Mueller & Wanberg, 2003; Thomas & Anderson, 
1998), a further significant theoretical contribution of this thesis is it dimensionalizes the 
knowledge variable into both the organizational and professional knowledge domains. The 
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mediating role of these knowledge dimensions in the professional socialization process is another 
important contribution as past researchers have often classified socialization knowledge as an 
outcome of the socialization process and an end in itself (Chao et al, 1994; Taormina, 1997), 
rather than a potential influencer of subsequent proximal and distal adjustment outcomes.  
As this study is the first, to the best of my knowledge, to examine both organizational and 
professional knowledge, it will help shed more light on how a new professional learns to 
function within his or her professional organization. It is important to understand how the 
newcomer acquires not only the general knowledge about the hospital or law firm s/he is in, but 
also the more intrinsic professional knowledge that will help the newcomer adjust to his or her 
role as a professional. In the studies that did examine newcomer socialization into a professional 
career, such as Morrison’s (1993) and Chatman and Barsade’s (1995) studies on new 
accountants, only their socialization into the organization was investigated. However, proper 
integration into their professional role is as important, if not more so, in their overall 
socialization process.  
 
2.2 DEFINITION OF A PROFESSIONAL 
A profession can be defined as an occupation that regulates itself through systematic 
required training based on technical specialized knowledge, and has a service rather than profit 
orientation enshrined in its code of ethics. Such professional authority is legitimized when the 
knowledge and competence of a professional has been validated by a community, the 
professional’s knowledge is based on rational scientific grounds, and the professional’s judgment 
and advice is oriented towards substantive values such as health and law. Professionals have the 
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autonomy to control, organize, define, and develop the practice, education and recruitment of 
new members free of external control (Gouldner, 1957; Tjora, 1999). 
 Rusaw (1995) defines a professional as a person who by education, training, and 
experience, performs work, analyzes and solves problems, makes decisions and promotes ethics 
associated with a particular field of study. A professional practices tacit and explicit structural 
rules and processes that define his field of specialized knowledge and differentiates his 
profession from other specialized fields (Rusaw, 1995). A professional derives knowledge from 
individuals and the collective interpretations of the profession as historically and experientially 
practiced. According to Schein (1972), the characteristics of a profession are it represents a full-
time occupation, a lifetime’s work, a specialized body of knowledge and skills acquired over a 
prolonged period of education and training, and whereby decisions are made on behalf of the 
client using universal principles and standards. A professional is assumed to know what is good 
for the client better than the client himself. 
 The novice professionals examined in this study need to mature and develop not only as 
professionals but also as organizational members. As they work within an organizational setting, 
they must undergo both professional and organizational socialization so as to acquire an 
understanding of the intricacies related to their profession and organization. Hence, examining 
how these newcomers are socialized into the organization and profession would help uncover the 
factors and processes underlying their professional identity and how they learn to view 
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2.3 TYPES OF KNOWLEDGE 
Knowledge can be classified as “explicit” or “tacit” (Polanyi, 1966). Explicit knowledge 
refers to knowledge articulated and transmitted through formal systematic languages (Fleck, 
1996) in the form of textbooks, class-based teaching, instruction manuals, and reading material. 
Tacit knowledge is more personal and while it is somewhat difficult to formalize and 
communicate in formal language, it is still capable of being articulated (Spender, 1996; 
Cheetham & Chivers, 2005). It represents rules of thumb learnt through interaction and is 
grounded in skills and expertise acquired through membership of a particular social group. It 
comprises both a “technical” dimension involving informal skills and know-how, and a 
“cognitive” dimension which encompasses beliefs, values, perceptions, and mental models. 
When learners acquire and internalize tacit knowledge, it becomes a form of expert knowledge 
(Gherardi et al, 1998).  
Tacit knowledge is conveyed through interaction, socialization and by working together 
with others while explicit knowledge is more easily deciphered by individuals and does not 
require socialization and interaction for it to be transferred. For instance, Nonaka (1994) stated 
that tacit knowledge is best shared through communication as such articulation helps build 
mutual understanding and new knowledge. However, explicit knowledge is more discrete and 
“digital”, and is already captured in libraries, archives, written materials, and databases. Hence, 
interaction is needed for tacit knowledge to be transferred and legitimized as opposed to explicit 
knowledge which is already communicable through written form. Using organizational 
knowledge as an example, it consists largely of the politics, way of life, and how things are done 
in the organization. These aspects constitute the culture of the organization which is not apparent 
to organizational outsiders. According to Daft and Macintosh (1981), organizational information 
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is equivocal in nature as it lends itself to different and conflicting interpretations about the work 
context. Communicating such tacit information verbally rather than in explicit writing may help 
convey more abundant knowledge as words typically contain more information and shades of 
meaning. For clear and explicit knowledge, coding schemes can be used to communicate such 
knowledge while in less well-defined settings, individuals would have to rely on the insights and 
experiences of others which is best communicated through articulation and interaction (Daft & 
Macintosh, 1981). Hence, organizational knowledge can be most effectively learnt when an 
individual enters the organization and becomes part of its culture by “crossing the boundary” of 
an outsider to an insider (Van Maanen & Schein, 1979) and this knowledge is transmitted via 
interaction.  
Two forms of knowledge to be examined in this study are organizational and professional 
knowledge. Both these forms of knowledge are largely tacit in nature but are also embedded with 
explicit knowledge such as procedural, theoretical, and contextual knowledge (Cheetham & 
Chivers, 2005) which can be acquired by individuals through language and written form. This 
articulation and knowledge transfer allows the implicit knowledge to be made explicit. Hence, 
both professional and organizational knowledge comprise tacit components that are difficult to 
articulate, codify and pass on the others, and may appear intuitive in nature, as well as explicit 
components that involve facts and principles of practice that can be codified. Both represent a 
form of “personalized knowledge” as they involve other individuals acting as channels for 
transferring such knowledge, rather than simply written information obtained from formal 
documents, artifacts, and knowledge repositories. As new professionals have to acquire not only 
knowledge of their profession, work-specific tasks, and professional conduct and values, but also 
knowledge of the organization context they are working in and the people around them, this 
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study focuses on the professional and organizational knowledge dimensions which are important 
in their professional socialization and integration into the workplace. 
 
2.3.1 Organizational Knowledge 
Chao et al (1994) undertook a systematic investigation of the contents of organizational 
socialization. They conceptualized organizational knowledge acquired during socialization into 
six domains, namely knowledge of the requirements of performance proficiency, people, politics, 
language, organizational goals and values, and history of the organization (McManus & Russell, 
1997). Morrison (1995) states that newcomer learning involves seven areas of knowledge and 
information; technical information about how to perform tasks, referent information about role 
expectations, social information about other individuals and one’s relationship with them, 
appraisal information about how one is evaluated, normative information about the 
organization’s structure and procedures, and political information about the distribution and use 
of power (Chao et al, 1994).  
More recently, Morrison (2002) defined organizational knowledge as knowing about 
one’s larger organizational context, issues, and attributes. This includes knowledge of the 
organizational climate and culture (Ostroff & Kozlowski, 1992). Taormina (1997) argued that 
organizational knowledge consists of four domains; “training” which is how well the company 
has prepared the employee to do a job, “understanding” which is how well the employee 
comprehends how the organization functions and how to operate within it, “coworker support” 
which is how well the employee relates to other organization members, and “future prospects” 
which is the employee’s long-term view of the organization such as anticipation of continued 
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employment and rewards offered by the organization (Taormina, 2004). These specific variables 
have also been identified by Fisher (1986).  
Thomas and Anderson (1998) state that organizational knowledge involves knowledge or 
familiarity with the wider structural and cultural aspects of the organization. In the organization 
domain, newcomers acquire specific information about the organization and gain knowledge of 
its norms and values (Morrison, 1993). Knowledge of organizational roles involves 
understanding the newcomer’s basic responsibilities, organizational members’ expectations, and 
how to coordinate and work together with other members. Learning about the workgroup and 
acquiring knowledge about the group is also important during organizational socialization as it 
enables the newcomer to be socialized into their job or task. Apart from organization and group 
socialization, task socialization involves acquiring information about the job, understanding tasks 
and how to obtain the resources needed to perform one’s work tasks (Haueter et al, 2003).   
Although past researchers have referred to different dimensions of organizational 
knowledge, these dimensions can be conceptually classified as knowledge of the job task, 
workgroup, the organization as a whole, and the newcomer’s specific role within the 
organization. More specifically, the job task dimension comprises the newcomer’s knowledge of 
his immediate work tasks and performance proficiency when carrying out these job-specific 
tasks. Knowledge of the workgroup involves the social aspect of working in the organization, 
namely understanding the characteristics of its people, how to get along with them and develop 
relationships, making use of coworker support and understanding how to behave in workgroups. 
Organization knowledge is an understanding of the broader organizational context, such as the 
history, politics, language, goals and values of the organization as defined by Chao et al (1994). 
Lastly, the role dimension represents knowledge of their place in the organization, what function 
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they serve and what is expected of them. This dimension has been investigated within the three 
main roles a newcomer holds, namely job task role, workgroup role and organization role.  
Past studies have found organizational knowledge to be related to socialization outcomes. 
For instance, organizational knowledge displayed positive correlations with job satisfaction and 
organization commitment (Haueter et al, 2003) and, in Ostroff and Kozlowski’s (1992) study, the 
correlations between domain knowledge and adjustment outcomes were significant. Similar 
support was also found in Thomas and Anderson’s (2002) study on new British Army recruits. 
Kammeyer-Mueller and Wanberg (2003) found that greater knowledge about the newcomer’s 
workgroup functioning significantly influenced organizational commitment. In the process, the 
authors also served to demonstrate that proximal outcomes may lead to subsequent distal 
socialization outcomes. 
As organizational knowledge in this study is attained through the teachings and 
interaction with peers, experts, and other members of the organization, it comprises both tacit 
and explicit components. However, as stated earlier, organizational knowledge in itself is not 
sufficient for a newcomer, especially a novice professional, to effectively assimilate himself into 
the organization and fully understand what being a professional entails. Hence, the socialization 
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2.3.2 Professional Knowledge 
As this study represents a groundbreaking empirical investigation of professional 
knowledge and professional socialization, a more lengthy review and description of these 
relatively new concepts are required. Professional knowledge is more personal and intrinsic in 
nature compared to organizational knowledge, which involves more general contextual 
knowledge of the organization. It relates to the novice developing an understanding of what it 
truly means to be a professional. It is largely tacit as it defies translation into techniques, skills 
and formulae, is to be “caught” rather than “taught” and is transmitted via personal experience 
and interaction with other professionals rather than simply by systematic instruction (Delamont 
& Atkinson, 2001). It comprises shared beliefs developed through common experiences with 
other professionals and involves learning ideologies and role expectations that are attached to 
their new status as a professional in a particular area of expertise (Dannels, 2000; Berkenkotter & 
Huckin, 1995). 
According to Cheetham and Chivers (2005), a professional should possess different 
forms of competencies; knowledge and cognitive competence, functional competence, personal 
and behavioral competence, and values and ethical competence. Knowledge and cognitive 
competence refers to the possession of appropriate work-related knowledge and the ability to 
apply this knowledge effectively. Cognitive competence emphasizes the importance of putting 
knowledge to some use. Functional competence refers to the ability to perform a range of work-
based tasks effectively in order to produce the required outcomes. It also offers detailed 
descriptions of the functions that have to be mastered in particular job roles. Personal and 
behavioral competence is a professional’s ability to adopt appropriate observable behaviors in 
work situations and relates to their motives and self-image. Lastly, values and ethical 
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competence is when an individual possesses appropriate personal and professional values and the 
ability to make sound judgments based on these values in work situations. 
Professional knowledge in the legal profession, for instance, is encompassed in the code 
of ethics, the ideology of the profession and the meaning of professionalism (Bell, 1994). Other 
profession-specific knowledge operationalizations for lawyers include knowledge of the conduct 
and etiquette in court towards court staff, clients, and witnesses when they begin working in law 
firms; their duty to their client and how to handle conflicts of interest between lawyer and client; 
how to develop relations with fellow lawyers; guidance on attire, modes of address, 
confidentiality and how to handle confidential information; guidance in drafting documents; and 
the need to understand precedents and clauses (Pupilage Checklist, Law Society of Singapore). 
 As for new doctors, they must acquire professional knowledge on areas such as 
professional autonomy, inter-professional coordination and cooperation, maintaining patient 
focus, and communication skills (Ryynanen, 2001). They also need to learn “affective neutrality” 
where they have to treat problems in an objective, scientifically justifiable way. New doctors are 
taught to think “anatomically” which promotes the depersonalization and objectification of 
patients (Raz & Fadlon, 2005). They must learn detachment and personal control so as to 
maintain clinical objectivity. A doctor’s relationship with a patient should be strictly governed by 
the patient’s medical problem. Conrad (1988) also terms this skill as the “medical gaze” which 
new doctors must learn. Further types of professional knowledge include an obligation to put 
patient welfare ahead of one’s own personal interests, the ability to interpret health problems in 
the language of science and offer prognoses, and understanding the ethical code that regulates 
the relationship with clients and other professionals.  
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 Novice doctors must acquire a detachment and routinization towards their work, have the 
ability to make competent judgments, and develop a pretence of competence even though they 
may be privately uncertain. They also need to acquire knowledge on how to overcome 
embarrassment about invading a patient’s privacy with potentially embarrassing questions and a 
dislike for causing patients pain by performing painful procedures. A certain degree of empathy 
is required in inquiring about a patient’s medical history and current complaint (Raz & Fadlon, 
2005). By knowing the importance of patient-centric anamnesis, this knowledge may help 
physicians obtain reliable medical history, understand more clearly the cause of the disease, and 
possibly uncover “medical secrets” which the patient may not have disclosed. They should also 
learn not to be upset by the fact of death and potentially hideous sights encountered in hospitals. 
Other forms of professional knowledge are the ability to perform intimate physical examinations, 
make life-and-death decisions, learn a certain amount of cynicism and not become emotionally 
involved in the tragedy of patients’ diseases. 
New doctors must also know how to manage long-term doctor-patient relationships. In 
order to prevent negative socialization outcomes, new doctors must also be aware of and accept 
the hectic pace and long irregular working hours as inevitable. Other forms of professional 
knowledge include proper bedside manner when dealing with patients, the integrity of doctor-
patient confidentiality, the intricacies of diagnosing illnesses, and balancing risks and benefits of 
different types of treatment. New doctors will also have to deal with problems caused by patients 
such as unnecessary consultations, complaints, and asocial patients. They must also learn how to 
convey bad news to patients and how to deal with patients who refuse examination, all of which 
are not taught in their theory-based education.   
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Acquiring professional knowledge is a complex process and is greatly different from the 
knowledge they already possess as it involves a total change of mindset (Ryynanen, 2001).  The 
newcomer’s personal idealism and desire to help people must give way to professional idealism. 
This hidden knowledge includes learning how to silence their moral voice involving, for 
instance, errors and mistakes which are committed. This “conspiracy of silence” is a professional 
norm.  
Although some theoretical knowledge and procedures may be found explicitly in written 
form, in documents and in training manuals, the application of knowledge into practice is more 
tacit in nature. The ability to convert what has been learnt into practice and apply it to everyday 
work activities is what constitutes the making of a professional. By acquiring and understanding 
professional knowledge, it would aid the novice’s adjustment into their new profession.  
Organizational socialization represents a process through which such professional 
knowledge is conveyed to novices. The socialization process by its very definition refers to the 
sharing of tacit knowledge through shared experiences, mental models and teaching by other 
members of the organization. Tacit professional knowledge is most effectively transferred 
through articulation where an individual explains and conveys the knowledge he possesses in a 
way that can be understood by others (Schon, 1983; Gherardi et al, 1998). Socialization 
programs facilitate communication with other organizational members through mentoring and 
daily conversations with peers and supervisors. As such, they provide an effective means for 
sharing professional knowledge with the novice, helping them understand what being a 
professional stands for, how they should carry themselves, and how their profession is set apart 
from other careers. For instance, novice doctors have to learn from more senior practitioners 
certain aspects of the medical profession not taught in their theory-based education such as those 
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mentioned above. According to Boenink, De Jonge, Smal, Oderwald, and Van Tilburg (2005), 
professionalism and professional values can be taught and learnt, especially medical 
professionalism. 
The theoretical foundation of professional socialization can be found in Gouldner’s 
(1958) early work on “locals” and “cosmopolitans”. “Locals” refer to the characteristics of the 
career aspiration of an individual in regards to the employing organization while 
“cosmopolitans” refer to that in regard to a profession. As human society begins to develop in 
complexity, certain occupations acquire unique status and demand a high level of commitment to 
their professions (Morrow & Goetz, 1988). For successful socialization into the profession, 
newcomers must exhibit and excel at specific behaviors towards their clients, their careers and 
coworkers through the inculcation of professional values and norms (Lui, Ngo, & Tsang, 2003). 
By mastering these domains, novice professionals would be better able to make sense of the 
work situation, fit into their work role and handle job-related issues in a well-accepted manner 
(Lui et al, 2003). Thus, professional knowledge reflects the extent to which newcomers have 
been socialized into their profession. 
 More recently, Dryburgh’s (1999) study of engineers states that there are two aspects of 
professionalization, adapting to the professional culture and internalizing the professional 
identity. For instance, the engineering professional culture promotes masculine strengths such as 
a fascination with technology, expertise as a tinkerer, and aggressive self-presentation. Thus, it is 
important for novices to acquire knowledge of how they should behave as a professional and the 
type of image to project. This professional image would help elicit positive desired reactions in 
others (Goffman, 1959), gain the trust and respect of fellow professionals, and provide a 
confident and legitimate impression to outsiders (Dryburgh, 1999; Haas & Shaffir, 1991).  
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By internalizing the professional knowledge and ideology, novices become part of the 
solidarity within that particular profession which is based on the ability to make a united claim to 
“know better than others the nature of certain matters” (Hughes, 1963; Dryburgh, 1999; 
Anderson-Gough, Grey, & Robson, 2002). Another example is the professionalization of 
medicine which is a form of social closure of that occupation, excluding those without the 
appropriate knowledge, credentials and certification (Witz, 1992; Dryburgh, 1999). In order to 
become a legitimate participant in a professional community, novices must learn to talk and act 
in the manner of full participants (Lingard, Garwood, Schryer, & Spafford, 2003). 
Weis and Schank (2002) and Clark (1997) had defined professional socialization as the 
acquisition of knowledge, skills, values, roles, and attitudes associated with a particular 
profession. Lui et al (2003), Du Toit (1995) and Boyt, Lusch, and Naylor (2001) also defined 
professional socialization similarly. It has also been described as the process through which 
newcomers to a group work to make sense of their surroundings and acquire knowledge which 
enables them to behave in a manner that demonstrates their competence to established members 
(Dingwall, 1977; Howkins & Ewens, 1999). Newcomers tend to acquire this knowledge during 
their education and training. However, as argued by Conrad (1988), educational institutions such 
as medical schools in the US tend to concentrate on teaching facts but leave the students to 
manage their professional development on their own (Pitkala & Mantyranta, 2003). Novice 
professionals have to learn about the “hidden curriculum” of the profession, such as socialization 
into the medical culture and adopting the physician’s role, when they begin work in the hospital 
itself (Haas & Shaffir, 1987; Sinclair, 1997; Pitkala & Mantyranta, 2003). Such knowledge can 
help the newcomers make sense of their new world and not just how to fit into the organization 
(Howkins & Ewens, 1999). 
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Based on the above discussion, it is important for newcomers to learn about the nature of 
their professional role and the context within which it is embedded (Ashforth, 2001) as these 
roles mediate much of the effect of organizational life on individuals. The newcomer’s 
knowledge of his professional and organizational domain acts as a mediator of the effects of 
organizational influences and dispositional attributes on socialization and professional-level 
outcomes. Thus, an effective socialization process involves the newcomers not just acquiring 
knowledge at the organizational-level, but also more tacit knowledge about the profession which 
they are entering as such knowledge is as important, if not more so, in helping novice 
professionals integrate themselves into their new careers. However, to date, this important 
professional knowledge dimension has received scarce research attention. Hence, this study 
examines the role of both organizational and professional knowledge during newcomer 
socialization. In the subsequent section, I will elaborate on the full knowledge acquisition model 
of the study and the antecedents and outcome variables involved. 
 
2.4 MODEL OF PROFESSIONAL SOCIALIZATION AND KNOWLEDGE 
ACQUISITION 
 
The full model of the knowledge acquisition and socialization process, which this study 
examines, can be found in Figure 1. The model shows that the newcomer’s own individual 
characteristics and the influences present in the organization will affect the amount of 
organizational and professional knowledge acquired by the newcomer. In turn, the amount and 
type of knowledge the newcomer possesses will determine the socialization outcomes s/he 
experiences at both the organizational and professional level as both forms of knowledge are 
essential for newcomers’ adjustment to the organization and into their professional role.  
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A model consisting of a direct relationship between individual and organizational influences, and 
adjustment outcomes would not reflect the entire picture as the knowledge acquired by the 
newcomer is what enables them to understand their organization, work tasks, role, and 
professional identity more clearly. The success of newcomer adjustment cannot be fully 
explained by the presence of organizational processes and newcomer characteristics alone. It is 
more effectively explained by the knowledge transferred through these processes and due to the 
newcomer’s proactive role in their own socialization and in seeking out new knowledge. Hence, 
the potential mediating effect of knowledge will be investigated.  
 Examining the model more closely, Dent and Whitehead (2002) state that professional 
orientation and success of newcomer adaptation varies across organizations, institutions, and 
even individuals working in the same profession. This raises the possibility of antecedents and  
intervening factors being involved in the process of professional knowledge acquisition and 
socialization. Newcomers are not simply passive recipients of learning, but are involved in their 
own socialization and knowledge acquisition, continually engaging in individual adaptation 
through proactive behavior (Chan & Schmitt, 2000; Kammeyer-Mueller & Wanberg, 2003). 
Cheng and Ho (2001) also found that newcomer characteristics, namely personality, trainee 
ability, and motivation are key factors affecting the transfer of learning. According to Gray and 
Meister (2004), the assumption that providing employees access to knowledge has positive 
outcomes for all types of individuals is false, owing to their different dispositional 
characteristics. 




















Figure 1: Professional Socialization and Knowledge Acquisition Model 
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Although organizations may provide resources for teaching the newcomer such as 
training programs and workshops, the newcomers’ attitude towards learning will also influence 
how successfully they learn. To learn effectively, newcomers must have a positive disposition 
towards learning and acquiring new knowledge.  Hence, this study focuses on two dispositional 
attributes that are closely related to the learning disposition and desire for knowledge of 
newcomers; learning goal orientation and self-construal. Furthermore, learning goal orientation 
is a suitable dispositional attribute to include as the concept of “learning” is largely associated 
with the acquisition of knowledge and teachings and is more directly related to this study’s focus 
compared to using more broad-based personality traits. It is a relatively stable dispositional trait 
and learning goals tend to motivate an individual’s behavior in seeking out learning opportunities 
and cues, in essence “knowledge”. Learning goal orientation is also chosen as a key antecedent 
in this study as it influences the individual’s motivation to participate in learning activities, his 
performance in the activities, and the degree to which the knowledge and skills he has learnt are 
transferred to the job setting. In essence, it reflects an individual’s willingness to acquire 
knowledge.  
As for interdependent self-construal, it is highly relevant as it involves the individual 
trying to fit in with relevant others and to feel connected with them (Oetzel & Bolton-Oetzel, 
(1997). New professionals with such a trait will not only strive to seek out knowledge and 
information that will help them integrate into the workplace and be similar to their professional 
peers such that they will be accepted by them, but will also have greater opportunities to interact 
with their more knowledgeable colleagues and to learn from what they have to tell them. 
Furthermore, the “interdependent self-construal” construct is highly applicable as this study 
examines professionals in the Asian context which traditionally tends to have a more
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interdependent culture. Hence these dispositional attributes would likely play an important role 
in how newcomers respond to and seek out the available knowledge in the organization, and how 
they use it to fit into the organization and profession. 
 Socialization is affected by both organizational and individual initiatives whereby 
newcomers take an active role in learning while the organization also provides support to 
facilitate learning (Chow, 2002). While novices possess different learning dispositions and 
engage in proactive behavior in seeking out knowledge and learning experiences, information 
channels and learning mechanisms available in the organization also serve as sources of 
knowledge to the novices. Hence, organizational influences and processes that provide the 
newcomers with the necessary learning and knowledge during socialization also represent an 
important component of the model. 
As socialization represents an enculturation process, Delamont and Atkinson (2001) state 
that through enculturation, individuals acquire and assimilate tacit and craft knowledge. 
Socialization involves the newcomer becoming part of the organizational community. Through 
these communities of practice, knowledge and tacit skills are shared with other members through 
participation and contribution (Gherardi & Nicolini, 2002). Furthermore, during socialization 
newcomers are provided with knowledge in domains relating to work tasks, the workgroup and 
other aspects of the organization (Anderson & Thomas, 1996; Morrison, 1993). Over time, the 
newcomers gain the relevant knowledge and develop a better understanding of their role 
(Hiltrop, 1995; Thomas & Anderson, 1998). 
Novices learn through and among other people (Gherardi et al, 1998). By interacting with 
organizational members, novices not only acquire knowledge but they also participate in creating  
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new knowledge, negotiating the meaning of words, actions, situations and artifacts (Gherardi, 
1995). Newcomers learn by doing and watching as this plays a fundamental role in their 
acquisition of practical and tacit knowledge (Gherardi et al, 1998). As the socialization 
process involves interacting with colleagues, observing them in action and obtaining advice 
and instruction from them, it is clear that the key function of socialization is to transfer 
knowledge and aid in newcomer learning. As argued by Reio Jr and Wiswell (2000), 
socialization should be viewed primarily as a process of formally and informally 
communicating and transmitting the organization’s technical job knowledge, culture, norms, 
and procedures. Newcomers rely on verbal and social interactions instead of written 
documents as the predominant means for acquiring knowledge about their new environment 
(Lee, 1994).  
Hence, as knowledge is largely transferred verbally through communication, this study 
investigates two communication-centered socialization methods that enable the more 
knowledgeable and experienced professionals to explicitly articulate the implicit knowledge 
they possess to the newcomers; career-related mentoring and task-related interaction with 
peers. Mentoring and interaction with peers are chosen as the organizational influences in this 
study as they encompass a number of the more general techniques that have been used in 
developing professionals (Cheetham & Chivers, 2005). These include instruction and 
coaching by senior professionals, collaborative learning where there is consultation and 
mutual exchange of knowledge, as well as observation and role modeling of more 
experienced others. As this study is focusing on knowledge transfer and sharing through 
interactions between members of the profession and the newcomers, these socialization 
methods are selected over other common techniques such as hands-on practice, self-learning, 
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training programs and reading instruction manuals which are more individual-based and 
involve the newcomers learning on their own by performing their work tasks and reflecting on 
their own performance without much interaction or information-sharing with the other 
professionals (Cheetham & Chivers, 2005). 
Furthermore, prior studies on newcomer socialization have largely focused on one 
socialization method at a time, such as workshops and mentoring, rather than a number of 
methods collectively (Morzinski, 2005). This limits our understanding of how several 
programs work together and interact to influence socialization outcomes. Hence, by looking at 
the influence of both mentoring and interaction with peers together as influencing variables, 
this study would help address this shortcoming. 
Thus, the effect of organizational influences and newcomer personality traits on 
organizational and professional knowledge acquired during socialization is examined in this 
study. Individual-level differences are viewed as antecedents rather than outcomes of 
socialization as they are relatively stable and, for most newcomers starting work, fitting into 
the professional organization would involve learning how to behave rather than enacting 
personality change within themselves (Mackenzie-Davey & Arnold, 2000).  
The main purpose of socialization is to help in the adjustment, successful induction, 
and competency development of newcomers. As socialization represents the essential medium 
through which knowledge is transmitted to, acquired, and internalized by the newcomer, this 
knowledge in turn would help achieve positive socialization outcomes (Chao et al, 1994). 
Hence, this study focuses on the knowledge acquisition process as a whole, where the 
“medium” refers to the organizational influences, the “acquisition of knowledge” is reflected 
by the level of organizational and professional knowledge acquired, and “how the knowledge 
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is internalized” is assessed by the professional socialization and knowledge outcome 
variables. This model and the study variables, which I investigate, capture the different 
processes of professional socialization and knowledge acquisition which new professionals go 
through. The amount of knowledge itself does serve as the mediating variable in this study, 
but is not solely meant to represent the full knowledge acquisition process.  
More specifically, newcomers are able to successfully adjust to the professional 
culture by first acquiring knowledge about values, norms, and symbols and then accepting 
them (Greenwood, 1966; Dryburgh, 1999). The knowledge that novice professionals, such as 
medical residents, possess aids in their integration into the specialist culture and represents the 
resident’s progressive growth, development, and socialization into the community (Hobbs, 
2004). By possessing technical skills and knowledge, newcomers are able to advance in their 
profession and achieve professional status in the organization (Larson, 1977; Bell, Taylor, & 
Thorpe, 2001). Hart and Miller (2005) also highlighted a potential mediating role of 
organizational knowledge whereby organizational contexts primarily enable and reinforce 
messages about how to perform tasks, who can assist, the terminology, goals and values. In 
turn, these messages provide role clarity about incumbents’ expectations and act as a 
mediator. Hence, I investigate the relationship between knowledge acquired during 
socialization and the resultant socialization outcomes.  
In this study, novices’ knowledge acquisition and adjustment outcomes are classified 
as “professional-level” and “organizational-level” socialization outcomes, based on the 
respective knowledge domain which influences each outcome. As the names imply, 
professional knowledge would influence professional-level outcomes while organizational 
knowledge would likely exert more influence over organizational-level socialization 
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outcomes. Professional-level and organizational-level outcomes involve the internalizing and 
application of knowledge in performing work tasks and adjusting to the organization and 
profession. The majority of past studies of newcomer socialization have focused on predicting 
secondary attitudinal outcomes and traditional distal measures of newcomer adjustment such 
as job satisfaction, organizational commitment, and turnover (Chen & Klimoski, 2003; 
Ostroff & Kozlowski, 1992). However, researchers have tended to neglect more primary 
criteria such as newcomer performance and task mastery (Chen & Klimoski, 2003; Bauer, 
Morrison, & Callister, 1998). Hence, a more useful approach is to concentrate on proximal 
outcome variables at the third stage of my professional socialization model that are more 
directly reflective of the inclusion (Schein, 1968), learning and assimilation processes that 
take place during the early stages of socialization (Fisher, 1986; Haueter et al, 2003), rather 
than more distal outcomes that are perhaps more salient and more accurately assessed only at 
later stages of an individual’s career. As demonstrated in Kammeyer-Mueller and Wanberg’s 
(2003) model of newcomer adjustment, proximal outcomes such as task mastery, role clarity, 
and workgroup integration may subsequently influence distal socialization outcomes of 
organizational commitment and turnover. This potential fourth stage of the socialization 
process is beyond the scope of this study but represents a possible area for future research. 
Examining the model more closely, the dispositional characteristics that this study 
focuses on are learning goal orientation and self-construal. The organizational influences are 
the career-related mentoring provided by senior professionals in the organization and task-
related interaction with peers. The two forms of knowledge to be acquired are organizational 
knowledge and professional knowledge. As for the socialization outcomes, these include role 
clarity, workgroup integration, task mastery, and professional orientation. 
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Prior knowledge and anticipatory socialization that novice professionals may have 
experienced during their academic studies or from family members and close friends who are 
doctors and lawyers was controlled for. The newcomer’s level of prior knowledge or pre-
entry knowledge (Hoz, Bowman, & Kozminsky, 2001) is the match between information held 
by newcomers before entry into the organization and their actual experiences after starting 
work (Wanous, 1992). Anticipatory socialization refers to training and preparations of 
prospective professional workers prior to job entry and the process through which students 
learn about work-role requirements that will be expected of them as future professionals 
(Auster, 1996; Lui et al, 2003). Hence, these sources may have already provided newcomers 
with insights into the profession prior to them starting their careers.  
The age of the respondents was also controlled for along with social desirability. Age 
was controlled as it may influence the amount of prior knowledge the newcomers possess 
owing to more life experiences and years of education. Social desirability was controlled for 
so as to account for any biasing effects of socially-desirable responding in answering the 
survey items.  
2.5       DISPOSITIONAL ATTRIBUTES AND HYPOTHESES 
2.5.1 Hypothesis 1: Learning Goal Orientation 
As newcomers are required to learn how to adapt to their professional roles, their 
learning goal orientation would act as an important antecedent. The term “learning” in itself 
encapsulates acquiring knowledge and information. Learning goal orientation is whereby an 
individual strives to understand something new or to increase his level of competence in a 
particular activity (Dweck, 1989). Such a desire to learn promotes mastery-oriented responses 
whereby the newcomer seeks out challenging tasks and maintains effective striving under 
Chapter 2: Literature Review and Statement of Hypotheses     41 
difficult conditions (Button, Mathieu, & Zajac, 1996). Button et al (1996) argue that learning 
goal orientation is best characterized as a somewhat stable dispositional variable. Individuals 
with a learning goal orientation would have a strong desire to master new skills, increase their 
knowledge, and approach new challenges with the intention to develop their skills and 
abilities (Potosky & Ramakrishna, 2002). Those who have a higher learning goal orientation 
would thus be more predisposed to acquiring knowledge compared to others. Hence, such a 
newcomer would tend to seek out more learning opportunities and acquire more knowledge 
that aids him in learning his role and the tools of the trade more effectively. Thus, I 
hypothesize that: 
Hypothesis 1: All else held constant, newcomers with a higher learning goal orientation 
will report higher levels of organizational and professional knowledge. 
 
2.5.2 Hypothesis 2: Self-Construal 
Knowledge acquisition is a highly relational activity (Gherardi, et al, 1998) which 
incorporates the social element of interaction with other members of the organization. 
Novices must not only possess the desire to seek out new knowledge, but must also be able to 
develop strong interpersonal relationships with knowledge sources such as supervisors and 
peers. This tendency to establish such relationships and rely on others is referred to as self-
construal (Markus & Kitayama, 1991).  
Self-construal relates to the newcomer’s self-image (Markus & Kitayama, 1991; 
Oetzel & Bolton-Oetzel, 1997). Self-construal consists of an independent and interdependent 
self and is the degree to which people view themselves as being separate or connected to 
others (Kim & Sharkey, 1995). An individual with an independent self-construal views
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himself as an autonomous entity with a unique range of feelings and thoughts. They see 
themselves as being distinct and unique from others and the context (Markus & Kitayama, 1991). 
They use their own abilities, characteristics and ideas as a referent rather than using the thoughts 
or feelings of others (Singelis, 1994). They only use others and the social environment to verify 
and confirm the inner core of the self (Markus & Kitayama, 1991). They also tend to value 
personal achievement, self-direction, competition and hedonism (Oetzel & Bolton-Oetzel, 1997). 
Hence, they tend to be more self-reliant and resist being unduly influenced by others as they 
want to stand up for what they believe and be viewed as separate from others (Markus & 
Kitayama, 1991). 
 As for interdependent selves, they feel more connected to the people around them and are 
more motivated to find ways to fit in harmoniously with the relevant groups in the organization 
and develop various interpersonal relationships (Markus & Kitayama, 1991). They value 
conformity and cooperation. Their emotions and motives are shaped by a consideration of the 
feelings and actions of others. Being more sociable and collectivistic, they tend to value social 
support and their relationships with others. They view the information that other employees 
provide as being useful in helping them fit in as their aim is to be interconnected with relevant 
others. Self-construal influences conversational constraints and how well or openly an individual 
communicates with others (Kim & Sharkey, 1996; Oetzel & Bolton-Oetzel, 1997). 
 Cross and Madson (1997) state that individuals with relational and interdependent self-
construal will pay more attention to self-defining others, take the other individual’s knowledge 
into account (Haberstroh, Oyserman, Schwarz, Kuhnen, & Ji, 2002), and are likely to develop 
social behaviors that support close relationships, such as self-disclosure and accurate decoding of 
others’ communication (Cross, Morris, & Gore, 2002). This is because when individuals define 
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themselves in terms of a domain, they pay close attention to domain-relevant stimuli and develop 
elaborate knowledge structures for that domain (Markus & Wurf, 1987; Cross et al, 2002). The 
newcomers’ level of interdependent self-construal would likely affect their ability to fit into their 
new work environment, to get along with coworkers who are “strangers” to them, and how they 
seek out and respond to the knowledge available.  
Hence, individuals with an interdependent self-construal will be more sensitive to 
information regarding the context and others as they view these domains as being highly relevant 
and important parts of their self. This represents organizational knowledge of the people, the 
wider organization structure and culture (Thomas & Anderson, 1998; Markus & Kitayama, 
1991). Thus, the newcomer’s level of interdependent self-construal will affect the likelihood that 
s/he will acquire knowledge from others about the members of the organization and the social 
context as such knowledge will help them strengthen relationships in the organization and better 
understand the context they are working in. Thus, I hypothesize: 
Hypothesis 2: All else held constant, newcomers with an interdependent self-construal will 
report higher levels of organizational knowledge. 
 
2.6   ORGANIZATIONAL INFLUENCES AND HYPOTHESES 
Ashforth (2001) states that learning is not only facilitated by dispositional attributes of the 
newcomer, but also by sources of support. In order for newcomers to be effectively socialized 
into their profession, they require access to insiders and other sources of organizational and 
professional knowledge. According to past researchers, social learning appears to be the primary 
source of knowledge for newcomers as they consistently demonstrate the important role of peers 
and supervisors in newcomer learning (Louis, Posner, & Powell, 1983; Nelson, Quick, & Eakin, 
1988; Morrison, 2002). These sources, both knowingly or unconsciously, provide or withhold 
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essential information (Feldman, 1976; Morrison, 1993). The findings of Thomas and Anderson’s 
(2005) study confirm the critical role of the newcomers’ colleagues in the socialization learning 
process with social and interpersonal learning sources predicting outcomes such as job 
satisfaction. 
This is also supported by abundant research that indicates that instrumental and 
expressive social support of peers, mentors, managers, family and friends may greatly facilitate 
role transitions (Bauer & Green, 1998; Louis, Posner, & Powell, 1983; Moreland & Levine, 
1989). According to Cheetham & Chivers (2005), much of the knowledge and learning 
individuals require to attain full professional competence takes place only after completion of 
formal education and training. This is where the socialization and learning opportunities 
provided by the organization play an important role in the knowledge acquisition of newcomers. 
Workplace learning is highly associated with the socialization of new employees and job-specific 
knowledge, acculturation, and interpersonal norms are derived from mentors, supervisors, and 
coworkers (Saks, 1995; Reio Jr & Wiswell, 2000). Past studies have identified mentorship (Noe, 
1988; Kram, 1983; Allen, McManus, & Russell, 1999) and interaction with peers (Wanberg & 
Kammeyer-Mueller, 2000; Lankau & Scandura, 2002) as key organizational-level influences that 
affect knowledge acquisition and learning.  
 
2.6.1 Hypothesis 3: Career-Related Mentoring 
Mentoring plays a part within professional development (Brennan & Little, 1996) where 
it sometimes represents the formal element of a professional development program or may form 
naturally and not be formally recognized (Cheetham & Chivers, 2005). Professions requiring 
higher education such as law and medicine tend to involve more apprentice-type and mentor-
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based work relationships (Koberg, Boss, & Goodman, 1998). In Ostroff and Kozlowski’s (1992) 
study, a mentor is defined as someone at a higher level who helps the newcomer by taking him 
under his or her wing. Mentoring is especially important to the future career success of technical, 
professional, and managerial workers (Whitely, Dougherty, & Dreher, 1991; Zey, 1984).  
For instance, in the case of the Bar, all pupil barristers have a formally appointed “pupil 
master” or mentor (Cheetham & Chivers, 2005). Furthermore, in today’s increasingly 
competitive and fast-paced healthcare industry (Iverson, Deery, & Erwin, 1995), mentoring can 
facilitate organizational socialization by helping newcomers adopt appropriate role behaviors, 
learn work skills, and acquire workgroup norms and values (Clawson, 1980; Koberg et al, 1998). 
Kram (1985) in his study of hospitals also found that mentoring helps reduce turnover among 
valued young professionals, which is one of the desired managerial contributions of this study, 
and also promotes the transfer of knowledge and values that support the hospital’s mission 
(Kram, 1986; Koberg et al, 1998). However, the mentoring literature has largely ignored the 
significant role that information and knowledge sharing can play in mentoring relationships 
(Bryant, 2005). Furthermore, there has been a lack of empirical work on the impact of mentoring 
relationships on knowledge creation and sharing (Bryant, 2005). Hence, investigating the role 
played by mentoring in the socialization and knowledge acquisition process is important in this 
study of professional lawyers and doctors. 
Modern-day mentors perform the role of coach, counselor, role model, sounding board 
and confidante. Compared to orientation programs, experienced members of the organization 
such as mentors were found to be the most important socializing influencers (Anakwe & 
Greenhaus, 1999; Kammeyer-Mueller & Wanberg, 2003). Individuals who are involved in 
mentoring relationships report higher value congruence with the organization (Chatman, 1991) 
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and greater knowledge about organizational reward structures compared to those without 
mentors (Ostroff & Kozlowski, 1992). Mentoring represents an important developmental activity 
that has been linked to learning (Chow, 2002). Newcomers who have mentors tend to learn more 
about the organization than those without (Ostroff & Kozlowski, 1992; Chow, 2002).   
Mentoring relationships provide two functions to newcomers; career-related and 
psychosocial support (Kram, 1983; Noe, 1988; Allen et al, 1999). Psychosocial support involves 
more non-work related matters such as family and personal issues, whereby mentors provide 
emotional support and counseling to newcomers regarding problems they face in these areas. 
Career-related mentoring provides newcomers with the knowledge and skills needed for them to 
advance in the organization. These include nominating the newcomers for desirable projects, 
sharing ideas, and providing feedback and strategies that would allow them to accomplish their 
work objectives (Noe, 1988). These functional and career mentors can also be viewed as those 
within a related occupation who help individuals develop important ancillary skills (Cheetham & 
Chivers, 2005). Thus career-related mentoring is more relevant to the acquisition of knowledge 
needed to perform work tasks and to adjust to the profession, compared to psychosocial mentors. 
Career mentors also provide support to their protégés by sharing their in-depth 
knowledge on administrative processes, organizational values, socio-political aspects of the 
organization and providing them with a role model demonstrating what it means to be a 
professional. Hence, a likely outcome would be an increase in the newcomer’s knowledge of 
both the organization and the profession. Thus, I postulate that: 
Hypothesis 3: All else held constant, career-related mentoring will be related to greater 
organizational and professional knowledge for newcomers. 
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2.6.2 Hypothesis 4: Task-Related Interaction with Peers 
During professional development, novices relate to a number of actors such as expert 
workers and experienced occupational figures within the community of practice as they 
constitute potential learning opportunities (Gherardi et al, 1998). Chan and Schmitt (2000) also 
state that coworkers are important sources of referent information and are the most helpful 
information sources in newcomer adaptation (Louis, Posner, & Powell, 1983). Unlike mentors, 
coworkers are at the same hierarchy as newcomers. Hence, they can directly offer work advice 
and useful knowledge to newcomers (Raabe & Beehr, 2003). There are two types of interactions 
at work, task-related and social interaction with peers (Tschan et al, 2004). Task-related 
interactions focus on accomplishing a certain task such as when a doctor and nurse cooperate in 
treating a patient, or when one colleague helps another in operating a machine (Tschan et al, 
2004). Social interaction is when employees interact on a more informal basis, discussing more 
personal topics that are not task-related such as family matters (Warr & Downing, 2000). Task-
related interaction would be more effective in the acquisition of organizational and professional 
knowledge. Such interaction occurs within the workgroup and benefits the learning process as 
they provide the opportunity for vicarious learning (Salas & Cannon-Bowers, 2001). 
Through task-related interaction, peers are able to provide newcomers with information 
and cues to cope with surprises, interpret events and learn appropriate attitudes and insider norms 
in performing their work tasks (Morrison, 1993; Thomas & Anderson, 1998; Reichers, 1987). 
Interaction with peers also provides the means for individuals to confirm the meanings of the 
primary source’s messages such as the work instructions passed on to the newcomers by 
supervisors. Peers are useful sources of task information as they themselves serve as role models 
who are able to render the abstract and tacit aspects of the profession more concrete and provide 
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the social template for the newcomer (Thomas & Anderson, 1998). Hence this would enable 
neophytes to more easily conceive of themselves as bona fide professionals and understand how 
to perform their professional duties. 
  Knowledge is learnt through engagement and co-participation in actual activities with 
members of the professional community where habits and traditions are tacitly transmitted from 
one generation to the next (Edmondson, 1999; Raz & Fadlon, 2005). Task-related interaction 
with peers also represents a form of “collaborative learning” where individuals tend to learn 
about their work tasks better by cooperating with others than they would working on their own. 
Such learning results from observation, consultation, and mutual exchange of information (Eraut, 
Alderton, Cole, & Senker, 1998; Cheetham & Chivers, 2005). Through task-related interactions 
with established insiders, this helps newcomers create shared and idiosyncratic meanings for 
their work experiences (Zorn & Gregory, 2005). Morrison (2002) also highlighted the 
importance of networks as a source of organizational knowledge and as a means for effective 
socialization. She also states that informational networks are more important for acquisition of 
work knowledge compared to friendship networks. By interacting with other organization 
members, it also helps in suggesting appropriate skills, role expectations, and conveying 
organizational policies that can further aid the newcomer in performing his work tasks (Ashford 
& Black, 1996; Morrison, 1993, 2002; Kim et al, 2005). Bryant (2005) also stated that workplace 
interaction between employees is essential in creating new knowledge.  
Newcomers need more task-related interaction, especially with those from different 
backgrounds and expertise in the organization (Lankau & Scandura, 2002), as they need to be 
introduced into the work environment (Chao et al, 1994; Tschan et al, 2004). Such interactions 
with other members in a professional organization can also help facilitate and reinforce role 
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identification among new entrants (Lui et al, 2003). By initiating task-related interactions with 
their peers, these peers can subsequently help the newcomers interpret more abstract concepts 
such as professional values, norms and expectations that may not be as well understood or as 
accurately communicated by mentors (Schein, 1988).  
 Miller and Jablin (1991) state that communication plays a central role for organizational 
assimilation of newcomers and is a vital means of knowledge transfer. Hence task-related 
interactions may also enable the newcomers to learn the values of the organization, find out how 
the organization functions and develop work contacts in the process (Lee, 1994). Important task-
related knowledge is often conveyed through social contacts in organizations. Task-related 
interaction also enables “enculturation” where tacit knowledge and practical skills are acquired 
and transmitted through oral communication and practical example by peers (Delamont & 
Atkinson, 2001). As tacit knowledge is a crucial component in most professions, particularly 
scientific and medical-related work, such information travels best where there is personal contact 
with other more accomplished practitioners (Delamont & Atkinson, 2001).  
In a study on professional learning, Dannels (2000) found that students move from a 
novice to an expert through co-participation with other members of the professional community 
where they learn through engagement and interaction (Brown, Collins, & Duguid, 1989). For 
instance, in hospitals, the clinical language used to interact with and teach new doctors helps to 
convey medical status and their privileged access to medical knowledge (Ryynanen, 2001). The 
stories, jokes, and personal anecdotes told by peers while teaching the newcomers how to 
perform their work tasks functioned as a part of oral culture during the new doctor’s medical 
training (Hafferty & Franks, 1994).  
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 Newcomers reported that informal and supportive daily task-related interactions with 
peers were more useful than formal orientation and training programs (Ashforth, 2001). Task-
related interactions with peers are often spontaneous and unstructured as the newcomers ask and 
receive information about their work as issues and work problems naturally arise. The influence 
of peers is particularly apparent during role entry as newcomers tend to rely more heavily on 
others for role learning, and for instrumental and expressive job support. Through such 
workplace interactions and the internalization of work standards and meanings, newcomers begin 
to view themselves through the eyes of others and construct a more stable sense of self-in-role 
(Ashforth, 2001). 
The primary sources of organizational learning are the persons close by, and who do the 
same or similar job in the same workplace, namely peers (Gherardi & Nicolini, 2002). As 
learning in organizations take place among and through other people and through interactions 
within the socio-cultural setting (Bruner & Haste, 1987; Gherardi et al, 1998), task-related 
interaction with peers would help the newcomer acquire more organizational and professional 
knowledge. Thus. I hypothesize that:  
Hypothesis 4: All else held constant, newcomers with greater task-related interaction with 
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2.7 ORGANIZATIONAL AND PROFESSIONAL-LEVEL OUTCOMES AND 
HYPOTHESES 
 
As stated earlier, knowledge acquired by the newcomer during socialization can serve as 
a mediator between individual and organizational influences, and adjustment outcomes. For 
instance, in Haueter et al’s (2003) construct validation study, socialization knowledge displayed 
expected positive correlations with job satisfaction and organization commitment. Chao et al’s 
(1994) study postulated the positive effect of socialization content on subsequent career 
effectiveness. Lui et al (2003) also examined the influence of socialization factors on the 
professional development of newcomers. The effects of the socialization factors and 
professionalism as antecedents on job attitudes such as job satisfaction, intention to quit, and 
professional identification were also examined. The study results demonstrate that 
professionalism provides role congruence and has significant impact on these job-related 
outcomes. Successful professional socialization represented by higher professionalism leads to 
higher congruence between the individual’s own values and the values of the profession. In 
relation to the person-organization fit framework (Chatman, 1991; O’Reilly, Chatman & 
Caldwell, 1991) such congruence would result in higher professional identification and 
satisfaction, and lower intention to quit. Thomas and Anderson’s (2002) study on new army 
recruits also supports the potential mediating role of knowledge as they found the knowledge 
acquired through socialization to be an important predictor of the newcomers’ psychological 
contract expectations. Hence, these past studies highlight the potential influencing role of 
information and knowledge attained from socialization processes on adjustment outcomes. 
Feldman (1976) states that there should be a specific learning threshold that has to be 
reached in order to indicate organizational socialization success. In light of this, past researchers 
have proposed that increased learning is associated with improved outcomes such as role clarity, 
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social relations, performance, and lower intention to quit (Morrison, 2002). However, empirical 
evidence into this area is mixed (Thomas & Anderson, 2005). While empirical research has 
confirmed that learning precedes and positively predicts attitudes (Chao et al, 1994; Thomas & 
Anderson, 2002), questions remain about which particular learning or, in the case of this study, 
knowledge domains, are important in this relationship and how these relationships change over 
time (Thomas & Anderson, 2005). Specific learning and knowledge domains are important 
predictors while learning alone is not sufficient to be viewed as an indicator of organizational 
socialization (Thomas & Anderson, 2005). Learning in a restricted range of domains may not be 
enough to influence attitudinal and other outcomes. Hence, this study seeks to clarify the 
importance of the specific knowledge domains and examines the effect of organizational and 
professional knowledge on organizational-level and professional-level outcomes respectively. 
 
2.7.1 Hypothesis 5(a): Organizational-Level Outcomes 
Organizational-level outcomes pertain to more general aspects of the novice’s adjustment 
and socialization, based on the amount of organizational knowledge they have acquired. Role 
clarity represents an important outcome of the socialization and knowledge acquisition process. 
Morrison (2002) defines role clarity as knowing the responsibilities and constraints associated 
with one’s position. In order to adequately perform his role in the organization, a newcomer must 
know what the expectations of his role set are, namely the rights, duties and responsibilities. The 
newcomer must also understand what activities will fulfill those role responsibilities, namely 
knowledge of the means and ends, and the consequences of his performance to himself, others 
and the organization (Kahn, Wolfe, Quinn, Snoek, & Rosenthal, 1964). However, according to 
Harris (1991), the concept of role clarity and role ambiguity is too broadly defined in Rizzo et 
al’s (1970) measure, and represents multidimensional constructs.  
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Hence, role clarity can also be seen to comprise two aspects; goal clarity and process 
clarity (Sawyer, 1992). Both represent separate dimensions as, for instance, an individual may be 
clear about his goals and responsibilities while not knowing the process in which to attain them. 
Goal clarity is the extent to which outcomes, goals and objectives of the job are clearly stated 
and well-defined. Process clarity is the extent to which an individual is certain about how to 
perform his job and is clear about the procedures, organizational processes, scheduling and time 
allocations required to perform work tasks (Sawyer, 1992). Sawyer’s (1992) study shows these 
improved measures of role clarity are suitable and provide discriminant validity.  
The goal clarity and process clarity variables are also best suited for samples of 
managerial and professional workers as these professions entail greater uncertainty in both goal 
and process compared to jobs that are generally routine and require little experience and training 
to perform (Sawyer, 1992). Hence, the use of goal clarity and process clarity as dimensions of 
role clarity is relevant to this study of the legal and medical profession. 
Task mastery involves learning the tasks of a new job and attaining the required level of 
performance and competence (Anakwe & Greenhaus, 1999). Morrison (2002) defines task 
mastery simply as knowing how to perform one’s job. A high level of task mastery would 
indicate an individual’s proficiency in performing a certain work-related task while a low level 
would demonstrate some flaw either on the part of the individual or on the part of the teaching 
and knowledge s/he had received (Bauer et al, 1998). The information that newcomers acquire 
during socialization have also been found to relate to their task performance (Morrison, 1993) as 
they need to be taught the necessary knowledge before they are able to carry out the tasks 
successfully.  
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At the same time, knowing about the organization they are working in, the people in the 
organization, and how things really work in the workplace would also influence how 
successfully they perform and master their tasks. For instance, by knowing who to approach for 
help and how to interact and build a productive working relationship with more experienced 
members of the organization, this would enable them to deal with their work tasks more 
effectively as they can rely on the other organizational members for assistance. Bauer and Green 
(1998) also stated that there is a strong link between clarification of job and task information, 
and performance efficacy and task mastery of newcomers (Kammeyer-Mueller & Wanberg, 
2003). Hence, knowledge of the organizational context and the people in the organization would 
also contribute in some way to a newcomer’s task mastery.  
Workgroup integration is similar to the concept of social integration as it involves the 
newcomer becoming part of and being assimilated into the workgroup and building relationships 
with coworkers and superiors (Feldman, 1976; Morrison, 1993). This is likely to be enhanced 
when newcomers are more knowledgeable about the values, politics, and people in their chosen 
organization. As organizational knowledge provides newcomers with information on the 
organizational context, the people in the workplace and how to coordinate and communicate with 
them, the politics in the workplace, how to get things done, the roles they are expected to play 
and position they hold in the organization and workgroup, it would likely influence the role 
clarity and workgroup integration of the novice professionals. As a result of the above 
discussion, it leads me to propose: 
Hypothesis 5(a): All else held constant, newcomers who report higher levels of organizational 
knowledge will also report higher levels of role clarity, workgroup integration, and task 
mastery. 
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2.7.2 Hypothesis 5(b): Professional-Level Outcomes 
 
The professional-level outcomes investigated are task mastery and professional 
orientation. These variables are more specific to the characteristics of the profession itself and 
the work performed as a professional. Both variables would provide suitable measures of the 
amount of professional knowledge novice professionals have acquired and how well they 
understand the intrinsic meaning of being a professional. They relate directly to how well the 
newcomer performs his professional task as a doctor or lawyer and the degree to which he 
identifies and assimilates himself into his role as a professional. Hence, the amount of task-
related knowledge a newcomer acquires is likely to influence his level of task mastery and how 
capable he is in performing the work tasks that are required as part of his professional duties. 
Professional orientation in this study is used interchangeably with the concept of 
professional identity found in past research. Professional identity refers to the conception of 
oneself as a professional (Niemi, 1997) while Cheetham and Chivers (2005) define an 
individual’s professional identity as his attitude towards professional knowledge and 
professionalism, his emotive commitment to professionalism and a willingness to perform 
professionally. Adapting from Mael and Ashforth’s (1992) “organizational identification” 
definition, professional identity can be defined as when an individual views himself in terms of 
his membership in a particular profession. Bartol (1979) defines “professional identification” as 
the use of the profession and fellow professionals as major referents. Schein (1978) views it as a 
relatively stable and enduring set of attributes, beliefs, values, motives, and experiences through 
which people define themselves in a professional role. Identity also refers to the impressions and 
image people believe they convey to others. Individuals tend to enact personas that convey 
qualities they want others to associate with them (Ibarra, 1999). These include qualities 
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prescribed by their professional roles such as judgment, acumen, competence, creativity, and 
trustworthiness.  
It is important to note that professional orientation differs from one’s organizational role, 
as it is apart from and independent of organizational processes. The individual’s professional 
orientation, once developed and internalized, remains generally stable across all situations while 
organizational role is his or her role within the organization, and may vary depending on changes 
in the newcomer’s position in the organizational hierarchy or when s/he is transferred to another 
department for instance. An individual’s professional identity and orientation develops in 
situations involving interaction, learning, and practical, professional activity (Ryynanen, 2001). 
It develops over time with varied experiences and useful feedback about enduring preferences, 
talents and values (Ibarra, 1999). Developing a professional orientation also involves acquiring 
professional competence, which lies somewhere between knowledge and performance 
(Cheetham & Chivers, 2005). 
With regards to the medical profession, becoming a doctor and developing one’s 
professional identity involves symbolic, ideational and psychological transformations. During 
the course of professional socialization, new doctors internalize the professional values and 
norms, and become more empathetic to the profession as they begin to identify with their new 
roles (Haas & Shaffir, 1977). Professional identity tends to be more adaptable during the early 
stages of one’s career (Ibarra, 1999). Hence, professional identity and orientation can be seen as 
representative of a newcomer’s understanding, internalizing and application of professional 
knowledge in their daily working life. Professional orientation and a sense of career represent 
important outcomes of the professional socialization process (Ibarra, 1999). 
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As for workgroup integration, while one might argue that professional knowledge may 
also lead to workgroup integration, it largely comprises the social aspect of assimilation into the 
organization rather than the task-related dimension associated with professional knowledge. In 
order for a newcomer to achieve workgroup integration, organization fit is required more than 
professional fit. Krackhardt and Hanson (2000) provides further support by stating that 
understanding how the informal social networks in an organization function; such as who can 
help solve work-related problems and provide technical information, who wields a certain 
amount of influence over others, and who can be trusted with delicate political information, 
would help an individual integrate him or her self into the organization and become part of the 
informal network system. In essence, this informal network represents social, organization-
specific knowledge rather than profession-specific skills and values. Furthermore, there is a lack 
of any theoretical basis in existing literature or empirical evidence to support the relationship 
between professional knowledge and workgroup integration.  
With regards to role clarity, as postulated in the earlier hypothesis, it involves newcomers 
being aware of their role in the organization such as understanding the organizational goals and 
the duties they are to perform and taps on the procedural and authoritative aspect of the 
workplace. Examples include knowing how to schedule their work day, the goals and objectives 
of their job, and how their work relates to these overall objectives, as used in this study’s 
measure of role clarity. Hence role clarity as defined in this study relates to being clear about 
their organizational role while professional orientation relates more specifically to the 
newcomer’s grasp of their professional role. The distinction between professional orientation and 
organizational role was also made in the above discussion on professional orientation. Thus role 
clarity is not hypothesized to be an outcome of professional knowledge in favor of the 
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professional orientation variable which is more appropriate, involves the newcomer 
understanding his or her professional role and identity, and transcends the organization. 
Hence, this study investigates both professional orientation and task mastery as the 
professional-level outcomes. Newcomers who possess more professional knowledge would find 
it useful in dealing with more task and craft-specific outcomes as well as in helping them truly 
understand how they should behave and view themselves as a professional. Professional 
knowledge involves more in-depth learning of the intricacies of the task at hand and of the 
professional identity to be internalized. Hence, professional knowledge would help the 
newcomers master their work tasks and facilitate their professional orientation. In order to test 
these postulations, I hypothesize that: 
Hypothesis 5(b): All else held constant, newcomers who report higher levels of professional 
knowledge will also report higher levels of task mastery and professional orientation. 
 





 This study had made use of a survey questionnaire methodology to investigate the effects 
of dispositional attributes of newcomers and organizational influences on knowledge acquisition 
and socialization outcomes. As the issue of interest was how novice professionals acquired the 
necessary organizational and professional knowledge during the early stages of their new careers 
and how this knowledge affected their subsequent adjustment into the profession, a longitudinal 
research design was adopted whereby three waves of respondent data were collected during an 
eight-month period. The use of longitudinal design would also help reduce common method 
variance. A mixed mode of both paper and web-based surveys were used.  
By allowing respondents to choose their preferred mode of survey, this would help 
motivate them to answer the numerous questions and continue to participate throughout the three 
waves. They are likely to be very busy individuals as they undergo their intensive housemanship 
and pupilage training, hence there is a need to give them a choice of survey methods so that they 
can choose what is most convenient for them and reduce the drop-out rate in the process. For 
instance, some of the novice professionals may find it difficult to gain access to the Internet as 
their work is non-computer-based and they may be constantly on their feet. Hence, a paper 
survey may appeal more to them. In such a study where the initial sample is not considerably 
large and the course of the study spreads over several months, retention of respondents takes on 
added importance. I also maintained strict comparability of questions and wordings across both 
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survey modes to minimize any mode effects and differences in the way the respondents answered 
or they interpreted the items. Furthermore, as the majority of the items were close-ended, this 
would reduce variations in terms of the quality or length of answers provided through the two 
methods.  
 The surveys were distributed to 448 recent graduates with assistance from the National 
University of Singapore (NUS) Law Alumni office, and the Singapore Medical Association 
(SMA). The initial sample size comprised 286 new lawyers from the NUS Faculty of Law who 
had just begun their pupilage at law firms, and 162 new doctors who just started their 
housemanship at hospitals upon graduation from the NUS Faculty of Medicine and are members 
of the SMA. 
 The first wave of the study consisted of a short questionnaire which was mailed to 
respondents just after their graduation. The questionnaire sought to find out the respondent’s 
dispositional attributes such as level of learning goal-orientation and self-construal. The 
newcomer’s level of pre-entry knowledge, social desirability, as well as demographic 
information was also assessed. The timing of this wave of questionnaires provided assurance that 
the respondents’ personal characteristics and responses were largely free from occupational 
influences as they had yet to assume a full-fledged role in the workplace. At the end of the first 
wave, 121 completed questionnaires were collected. This gave a total response rate of 27 percent 
for Wave 1. 88 respondents were lawyers, giving a response rate of 30.77 percent for law 
graduates, while 33 responses were received from the doctors with a response rate of 20.37 
percent. 
 The second wave of questionnaires was sent out to the 121 respondents who had returned 
usable first wave questionnaires. For those who requested in the first wave that the survey be 
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sent to them via email, a website link containing the online version of the survey was forwarded 
to them. 42 of the Wave 1 respondents requested a paper survey to be mailed to them, while 79 
preferred an online survey. In this wave, information pertaining to the practices used by the 
newcomers’ respective organizations in socializing and transferring knowledge to them was 
collected. The amount of organizational and professional knowledge they acquired since joining 
the organization was also assessed. This wave was carried out four months after the first wave.  
In previous longitudinal studies on socialization, there has been a lack of agreement on 
the specific time interval for such studies (Bauer et al, 1998, Thomas & Anderson, 2005). 
However, abundant longitudinal studies do provide consistent evidence of the importance of the 
first few months following organizational entry and their long-term effects on the newcomer and 
research has shown that newcomers rapidly adjust over even short four-week intervals during 
their early post-entry period (Chan & Schmitt, 2000; Chen & Klimoski, 2003; Major, Kozlowski, 
Chao, & Gardner, 1995; Cooper-Thomas & Anderson, 1998). Early post-entry measures such as 
attitudes have stronger unique effects relative to measures taken later on during socialization 
(Ashforth & Saks, 1996). These early measures of socialization also tend to be relatively stable 
and important in determining subsequent outcomes (Ostroff & Kozlowski, 1992). It is important 
to measure early adjustments in newcomer learning and attitudes during this critical early period 
as the first six to eight weeks are critical in a newcomer’s adjustment process (Saks & Ashforth, 
1997; Bauer & Green, 1998; Cooper-Thomas & Anderson, 2005). For instance, in Cooper-
Thomas and Anderson’s (2005) recent study on new army recruits, they administered surveys to 
the new recruits in three stages, one week into training, at the end of one month and at the end of 
two months.  
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According to Cooper-Thomas and Anderson (1998), faster rates of socialization may take 
place when a setting has greater opportunities for social interaction (Reichers, 1987) due to the 
collective and residential nature of training. This is especially so for formal training that 
explicitly treats new recruits as learners (Jones, 1986). Hence, short time intervals between study 
waves is also suitable for professional careers where newcomers are explicitly viewed by senior 
professionals as being in need of learning and guidance, owing to their “pupil and “intern” status. 
This is further supported by Morrison’s (1993) study in which she used a time period of the first 
six months of employment with surveys distributed to newly-recruited professional accountants 
every three months as her measurement interval. In turn, she had chosen the three and six month 
intervals based on prior research that suggested this is a meaningful interval in the socialization 
process (Feldman, 1977; Katz, 1978) and the robustness of her findings was not unduly affected 
by the shorter time frame interval. In Cooper-Thomas and Anderson’s studies of fresh unskilled 
British army recruits, the authors demonstrated that six to eight weeks is a reasonable time 
interval between waves for such samples, while studies involving professional, skilled samples 
such as Morrison’s (2002) new accountants have shown that a total time period of at most six 
months with a three month interval between each wave is suitable. 
In Kammeyer-Mueller and Wanberg’s (2003) four-wave socialization study, data was 
collected longitudinally with a new survey distributed every four months. The first wave was 
distributed to newcomers within the first month of employment. This separation of measures by 
four months over each wave is sufficient to reduce concerns of common method bias according 
to the authors. According to Saks and Ashforth (1997), the Wave 1 data collection point has 
ranged from prior to entry to seventeen weeks after entry in recent socialization research, while 
the Wave 2 point has typically ranged from four weeks to six months after the first wave. Hence, 
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this study’s time frame between Wave 1 and 2 of four months is within this accepted range as 
adopted by past researchers. 
Law and medical graduates in Singapore begin their pupilage and housemanship at law 
firms and hospitals directly after completing their studies. As such, along with past empirical 
support, this time frame of four months between Wave 1 and Wave 2 was chosen. This would 
allow sufficient time to elapse for the respondents to be exposed to their organization’s 
socialization process, settle into their new professional career and for their questionnaires to be 
sent back. Furthermore, as doctors and lawyers represent more specialized professions compared 
to the more generalist Business graduates who have been widely examined in past socialization 
research, this additional time between waves is necessary as it takes more time for knowledge 
acquisition to take place in such professions.  In my informal interviews with the new doctors, 
they have also revealed that the first two to three months of their entry into the hospital pose the 
greatest challenge to them in terms of assimilation and acquiring new knowledge. After which, 
the majority of them are able to adjust to their new role and gain in confidence. 95 respondents 
submitted usable responses at the end of this second wave. This gave a total response rate of 21.2 
percent. Out of the sample from the first wave, the response rate was 78.51 percent. This 
demonstrated that this study had a captive and dedicated sample of respondents. 71 of the 
respondents in the second wave were lawyers while 24 were doctors. 
 After a further four months had elapsed since Wave 2, the third and final wave of 
questionnaires was sent to the respondents. In this wave, I investigated the proximal socialization 
and knowledge acquisition outcomes; task mastery, role clarity, workgroup integration, and 
professional orientation. This elapsed time period would allow the outcomes of the professional 
socialization and knowledge acquisition experiences to be more visible to the respondents. Thus, 
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they would be able to develop more concrete opinions about their work and profession and 
reflect this greater awareness in the form of more accurate questionnaire responses. At the end of 
this third wave, the final tally of completed questionnaires received was 83, giving a total 
response rate out of the initial 448 respondents of 18.53 percent for this final wave. Out of the 
first wave sample, the response rate was 68.6 percent. As for the second wave sample, the 
response rate was 87.37 percent. This again reflects a high retention rate and low attrition after 
Wave 1 respondents were captured. The final sample consisted of 63 lawyers and 20 doctors.  
The questionnaires used in the three waves can be found in Appendices A, B and C. 
 In other longitudinal studies such as Chan and Shmitt’s (2000) study on first-year 
doctoral students, similar attrition rates were observed after each wave. In their study, after Wave 
1, 27 percent of the initial sample responded. This was also similar to attrition rates typically 
reported in other empirical studies on newcomer socialization (Ashford & Black, 1996; Cooper-
Thomas & Anderson, 1998). Wave 2 was sent one month after the first wave, and the response 
rate was 88 percent of those who responded in the first wave. In the third wave, 91 percent 
responded, a response rate that is also comparative to this present study’s 87.37 percent for Wave 
3. Cooper-Thomas and Anderson’s (1998) study of new British army recruits also had a response 
rate of 28.3 percent for Wave 1, after eight weeks had elapsed. This is comparable to this study’s 
27 percent response. Morrison’s (1993) study of newly recruited accountants had a Wave 3 
response rate of 78 percent after six months had elapsed, lower than this study’s final wave 
response rate. It is also important to note that the attrition rates in the subsequent waves of this 
study were lower than the initial non-response rate for the first wave of surveys. This pattern is in 
line with and is widely observed in the abovementioned longitudinal studies as well. 
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3.2 MEASURES 
 
The questionnaires comprise self-reported measures of the different constructs to be 
assessed. Self-reported data is generally accepted in socialization research when the research is 
concerned with employee reactions to work (Ostroff & Kozlowski, 1992). Validated measures 
are available from past literature for most of the independent and dependent variables that were 
used in this study. Although validity of the self-developed measures could not be established 
immediately using the study sample, wherever possible, existing validated measures were used. 
However, while the consistent use of common measures is preferred by most researchers as they 
allow for comparison of results across studies, an over-reliance on one measure may “blind 
researchers to opportunities to increase the explanatory power” of their study variables (Sawyer, 
1992). All the items were scored on a five-point Likert scale ranging from “Strongly Disagree” 
to “Strongly Agree”.  
 
3.2.1 Dispositional Attributes 
For the individual-level variables, learning goal orientation was assessed using 2 items 
from Button et al’s (1996) scale and 10 items from Noe’s (1998) validated scale. The resulting 
reliability of the measure was 0.80. In assessing the newcomer’s level of self-construal, I used 
the 11-item scale from the RISC which was developed and validated by Cross, Bacon, and 
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3.2.2 Organizational Influences 
The career-related mentoring function provided to the newcomers was assessed using 15 
items. 10 of the items were adapted from Noe’s (1988) validated Mentor Functions Scale, 1 item 
from Allen et al (1999) and 4 items from Tracey, Tannenbaum, and Kavanagh’s (1995) validated 
“Continuous Learning Culture” scale. It produced a high reliability of 0.91. Task-related 
interaction with peers was measured using a 5-item scale also from Tracey et al (1995) with a 
high reliability of 0.90. 
3.2.3 Organizational and Professional Knowledge 
For the amount of organizational knowledge the newcomer acquired, an 18-item scale 
was used. This scale comprised 8 items from Chao et al’s (1994) Content Areas of Socialization 
(CAS) scale, 1 item from Haueter et al’s (2003) Newcomer Socialization Questionnaire (NSQ) 
and 9 self-developed items. The reliability of this measure was 0.89. For the CAS, the “Goals 
and values”, “History”, “Language” and “Politics” items were adapted for this study as the 
domains pertain to knowledge of the organization, its history, and culture. The “People” and 
“Performance Proficiency” dimensions of the CAS scale were not included in assessing 
organizational knowledge as they were similar to two proximal outcomes in this study, namely 
workgroup integration and task mastery respectively. Bauer, Morrison, and Callister (1998) and 
Klein and Weaver (2000) also highlighted the broadness and multi-dimensionality of some of the 
CAS items where the level of analysis of the items may apply to both individual work-level 
socialization outcomes as well as organizational-level socialization outcomes. Haueter et al 
(2003) also criticized the confounding effect of this measure as it assessed not only task 
socialization but also job performance at the same time. Hence, 1 item from the “People” 
dimension was included in the workgroup integration measure while 3 items from the 
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“Performance proficiency” dimension were used in the task mastery measure as will be 
elaborated on later.  
In current literature on professional socialization, there is a lack of a generally-accepted 
and validated measure of professionalism and professional knowledge (Berman, 1999; Lui et al, 
2003). Although there are developed scales that assess professional aspects such as professional 
commitment and professionalism (Lui et al, 2003), these scales do not cover all facets of 
professional knowledge that this study seeks to address. Furthermore, the measures have yet to 
be replicated in other studies.  Hence, a new comprehensive measure that could fully capture the 
core elements of professional knowledge was developed for this study as previous measures gave 
an incomplete picture of professionalism. Professional knowledge can be globally defined as 
knowledge of the professional ethics and conduct, professional work practices, technical 
competence, professional role expectations and image, and how to deal with complex situations. 
Specific operationalizations were first derived from reviewing the extensive qualitative literature 
on professionalism and professional socialization (Cheetham & Chivers, 2005; Lui et al, 2003; 
Ryynanen, 2001; Ashforth, 2001). These include knowledge of the professional code of ethics, 
client expectations, the ability to take independent action and use professional judgment, proper 
conduct and etiquette, dealing with embarrassing and difficult situations, maintaining client 
confidentiality, and how to convey a confident professional image. They should also be 
knowledgeable of the professional jargon and lingo so that they can effectively communicate 
with and understand their fellow professionals, thus becoming more integrated into the 
professional community. 
Hence, a measure for this study variable was developed based on my review of past 
foundational literature such as Hall (1968) and Bartol (1979), recent professionalization literature 
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(eg. Lui et al, 2003; Cheetham & Chivers, 2005; Miner, Crane, & Vandenberg, 1994; Rynnanen, 
2001; Ibarra, 1999; Lingard, Garwood, Schryer, & Spafford, 2003; Ashforth, 2001) as well as the 
Pupilage Checklist from the Law Society of Singapore which contains information on the types 
of knowledge new lawyers need to possess.  In reviewing these qualitative readings, vignettes, 
and anecdotes, operationalizations provided by these authors that best captured the 
abovementioned dimensions of professional knowledge were subsequently crafted into 
appropriate measurement items for this study. The final list of professional knowledge items 
comprised 20 items with a reliability of 0.88. 1 of the items was adapted from Chao et al’s 
(1994) “Language” dimension. The other 19 items were self-developed. The extensive process 
through which the finalized organizational and professional knowledge items were validated and 
subsequently factor analyzed is described below and in the following section. 
The self-developed measures for both organizational and professional knowledge were 
validated through the use of subject matter experts, namely law professors from the NUS Faculty 
of Law and doctors from the NUS Medicine faculty. These academics are also practicing 
professionals in their respective fields, hence they provide viewpoints from both an academic 
and practitioner perspective. They are also knowledgeable of the socialization and mentoring 
process undergone by newcomers, as they work with and instruct such novice professionals 
during their educational years. Two doctors were interviewed regarding the type of knowledge 
new professionals are likely to encounter and need to acquire, as well as the professional 
socialization experiences and problems they will face upon starting their careers.  
An example of a vignette, which one of the doctors had shared, was regarding 
coordination problems he had experienced in treating accident victims. When a victim is in need 
of emergency treatment, the doctor has to seek the assistance of other doctors as well who 
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specialize in treating other ailments which the victim may be suffering from at the time. For 
instance, the victim, while suffering from burns and lacerations, may also be experiencing heart 
problems at the same time. Hence doctors specializing in heart conditions need to be notified and 
would have to be brought in as well to treat the victim. At the same time, nurses and ward staff 
will also be involved as they each have their own role to play in treating the victim. Hence, new 
doctors must know how to contact the respective parties and coordinate with them in 
emergencies. This represents a form of organizational knowledge which was subsequently 
included as a measure in this present study.  
They were also shown an initial 30 professional knowledge items and 25 organizational 
knowledge items which I self-developed from a review of the literature and also included items 
from existing scales measuring similar concepts. In addition to the interviews, two law 
professors and two medicine professors were emailed the items so as to seek their inputs and to 
obtain any additional knowledge items they felt were important but were not captured in my 
original scales. Through the inputs of these experts, overlapping, redundant and inapplicable 
items were removed while new items were developed that better represent the organizational and 
professional knowledge lawyers and doctors acquire. Using these experts also helped ensure 
proper coverage of the constructs and that the items in the finalized scales were written in a way 
that could be uniformly interpreted by respondents. This helped in ensuring that the items were 
put in simple understandable language that reduced jargon and that the measures covered single 
concepts. Thus, the feedback they provided helped in the construction and validation of a proper 
measure of organizational and professional knowledge comprising 20 organizational knowledge 
items and 23 professional knowledge items. Through factor analysis, as described in the 
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following section, this was subsequently reduced to a final list of 18 organizational knowledge 
and 20 professional knowledge items. 
Care was also taken to ensure that although some of the items involved profession-
specific details, each corresponding item from the lawyer and doctor scale measured a similar 
concept and were comparable in terms of the knowledge dimension they were assessing. These 
items were constructed in such a way that they share some common ground between the two 
professions, while not sacrificing the most salient aspects of essential professional knowledge for 
the given profession. An example of an item used in the questionnaire for doctors would be “I 
have learnt a lot on how to exhibit a proper bedside manner when treating and interacting with 
patients”. The equivalent that was used for lawyers was “I have learnt a lot about the proper 
conduct and etiquette in court towards court staff, clients, and witnesses”. Both involve behaving 
in a proper way when providing clients or patients with professional service in the courtroom or 
hospital. Another example for doctors was “I have learnt how to overcome the embarrassment of 
invading a patient’s privacy with potentially embarrassing questions”. For lawyers, the item was 
reconstructed as “I have learnt how to overcome the embarrassment of invading a client’s 
privacy with probing questions and inquiries”.  These two items are equivalent as they involve 
the new professionals overcoming the embarrassment they are likely to feel in asking invasive 
questions to their patients and clients, which is a common requirement performed on a regular 
basis in their line of work so as to discover medical problems and uncover true accounts of 
incidents.  
Principal component factor analysis with varimax rotation was also performed on both 
the organizational and professional knowledge items. A detailed description of the factor 
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analysis process as well as the corrective actions I had taken can be found in the following 
section. The finalized factor structure can also be found under Table 3.1 and 3.2.  
3.2.4 Dimensions of Knowledge: Factor Analysis 
 Using the 20 organizational knowledge items and 23 professional knowledge items that 
were validated by experts, I performed factor analysis on these items using principal component 
analysis with a varimax rotation. My aim of doing so was to determine if the variables loaded 
under respective factors, in accordance with the different dimensions as theorized in past 
literature. Another aim was to see whether the items loaded under more than one factor or under 
similar factors. I will first describe the factor analysis of organizational knowledge. In my initial 
round of factor analysis using the 20 organizational knowledge items, six factors were obtained 
after running the analysis. One of the variables loaded highly on a unique Factor 6. It was a 
reverse-coded item that asked the respondents whether they understood what the organization’s 
abbreviations and acronyms meant. As it loaded singly on Factor 6, it was removed from the 
analysis. 
After that factor had been removed, another round of factor analysis was conducted, 
producing a five-factor structure. Here it was found that one measure loaded highly significantly 
and uniquely under Factor 5. It asked respondents whether they understood the importance of 
maintaining positive work relationships with the staff in their department. It was thus removed. 
This resulted in a final factor structure of four factors with eighteen measures of organizational 
knowledge. Factor 1 comprises organizational knowledge items such as the values, history and 
tradition of the organization, how things work on the inside, and how to obtain the necessary 
resources. This dimension can be categorized as “knowledge of the history, values and 
traditions”. This is in line with Chao et al’s (1994) “Goals and Values” and “History” dimensions 
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in the CAS. The variables loading under Factor 2 include coordinating with other departments in 
the organization and resolving problems that may arise, as well as resolving potential work 
conflicts with the staff in the newcomer’s own department. This factor seems to capture 
“knowledge of organizational processes”. This represents a new dimension that would help 
address the criticisms leveled at Chao et al’s (1994) scale with regards to the confounding effect 
of some of the items with other socialization outcomes as mentioned earlier. This measure would 
also help assess the important but under-researched aspect of process knowledge with regards to 
how the organization operates and the different functions within the organization.  
As for Factor 3, items include learning the language and jargon of the organization, 
interacting and working together with superiors, colleagues, and staff, and listening to advice 
they may share. Hence this factor can be classified as “knowledge of norms of communication 
and cooperation”. This dimension is similar to some extent with Chao et al’s (1994) “Language” 
and “People” classification of organizational knowledge. Lastly, Factor 4 consists of knowing 
who the influential and important people are in the organization. This can be labeled as 
“knowledge of people and politics”. This relates to Chao et al’s (1994) “Politics” and “People” 
dimensions. The finalized factor structure along with the percentage of variance explained by 
each factor can be found in Table 3.1. 
In the final factor analysis, some of the organizational knowledge items load under 
different factors. For instance, Item 2 on familiarity with the organization’s traditions loads 
under Factor 1 and 4 as it involves both knowledge of the values of the organization as well as 
overlaps with the politics in the organization which can be viewed as a “tradition” in itself. The 
same reasoning applies for Item 4 which also loads under these two factors. It assesses 
familiarity with the customs in the organization, which again involves elements of the 
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organizational values and politics. Lastly, Item 10 on the language and jargon used in the 
organization loads under Factor 1 and 3. This could be due to the language being representative 
of the traditions in the organization and how things are done and communicated in the 
workplace. In such overlapping cases, I chose as the factor the one which had the highest loading 
for that particular item. 
As for the initial round of factor analysis for professional knowledge, it comprised 23 
items which loaded under six factors. Two items loaded significantly and uniquely under Factor 
5. One of the items assessed the respondents’ understanding of how to handle conflicts of interest 
between themselves and clients or patients. The other item involved accepting the hectic pace 
and long irregular working hours of their profession. Due to their unique loading compared to the 
other items, these two variables were dropped. The next iteration comprised 21 items that loaded 
under five factors. The item involving understanding other doctors’ and lawyers’ notes and 
instructions loaded uniquely under Factor 5. This may be due to the item being more task and 
work-specific rather than profession-specific. Hence it was dropped. After the next iteration, the 
final factor structure comprised 20 items which loaded neatly under the four factors as theorized 
in past literature.  
For Factor 1, the items include maintaining neutrality and detachment, overcoming 
embarrassment, performing painful procedures, making difficult decisions and dealing with 
difficult clients. These items can be collectively classified as “knowledge of professional 
objectivity”. This dimension relates to areas highlighted by early researchers such as Hall (1968) 
and Bartol (1979), as well as recent authors such as Ryynanen’s (2001) “affective neutrality”. 
Items loading under Factor 2 assessed ethics, legal restrictions, confidentiality issues, client 
expectations, proper conduct, and the need to have broader views. Thus, Factor 2 seems to 
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involve “knowledge of professional ethics and conduct”. Ryynanen’s (2001) ethical code, Lui et 
al’s (2003) professional values and conduct, and Cheetham and Chivers’ (2005) ethical 
competence dimension are also reflective of this domain.  
Factor 3 loadings include using one’s theory-based knowledge in performing work tasks, 
acting independently and using professional judgment in the workplace, performing work tasks 
with complex and vague information, and managing long-term client relationships. This can be 
classified as “task-related knowledge”. Past theoretical support for this dimension is found in 
Cheetham and Chivers’ (2005) functional competence domain. Lastly, the items under Factor 4 
include conveying a confident professional image, understanding the professional jargon, and 
carrying one’s self as a professional. Hence, these items can be categorized as “knowledge of 
professional image and role expectations”. Foundational work by Gouldner (1957) also 
highlighted this aspect of professional status while Dryburgh (1999) also described the 
importance of internalizing one’s professional image. The finalized factor structure and 
percentage of variance explained can be found in Table 3.2. 
As was the case with the organizational knowledge items above, some professional 
knowledge items also cross-load on other factors. For instance, Item 2 on being aware of client 
expectations and providing them with professional service loads on Factor 2 and 4 as it involves 
knowledge of the professional conduct as well as role expectations placed on them as a 
professional. Item 4 on acting independently and using professional judgment cross-loads on 
Factor 3 and 4 as it relates to using one’s professional competence to make decisions as well as 
the expectations placed on professionals to act independently. As for Item 8 on having an open-
minded view of issues, it loads under Factor 2 and 4. This could be due to open-mindedness 
being an important part of how professionals should conduct themselves as well as a professional 
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role expectation that is placed on them. Item 14, which involves adjusting to painful procedures, 
loads under Factor 1 and 2. A plausible explanation is that it not only assesses one’s knowledge 
of how to overcome embarrassing and difficult situations, but also how a professional should 
behave and conduct one’s self when faced with such situations. Lastly, Item 20 on operating 
within the laws and restrictions of the profession loads under Factor 2 and 3 as it relates to 
knowledge of the ethical restrictions placed on the profession and, to a certain extent, being 
competent in operating within these professional regulations. 
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Variance Explained (%) 19.95 15.63 15.36 12.36 
 
 
       Sample size n = 83 
 
a Values shown are loadings > 0.40 
b
 For items identified by abbreviations, Refer to Appendix D 
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Variance Explained (%) 
 
20.74 13.51 13.07 12.82 
         Sample size n = 83 
 
a Values shown are loadings > 0.40 
b
 For items identified by abbreviations, Refer to Appendix D 
 
3.2.5 Professional Socialization Outcomes 
 For the outcome variables, professional orientation was assessed using 5 items adapted 
from Mael and Ashforth’s (1992) validated “Organizational identification” scale as well as 7 
self-developed items from the professionalization literature as mentioned above for the 
professional knowledge measure. The reliability obtained was 0.82. The self-developed items 
were crafted using the same method of literature review and validation by subject matter experts 
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as described in the organizational and professional knowledge scale development. Task mastery 
was assessed using Morrison’s (1993) widely-used 4-item scale and 3 items from Chao et al’s 
(1994) “Performance proficiency” dimension, which was modified and extended to 8 items for 
the purpose of this study. Its reliability was 0.85. 
 Role clarity was measured using 9 items; 5 items from Sawyer’s (1992) validated “Goal 
clarity” scale and 4 items from his “Process clarity” scale. The reliability measured was 0.90. 
Workgroup integration was determined based on 9 items; Price and Mueller’s (1986) validated 
5-item scale, Morrison’s (1993) 2 items, 1 item from Chao et al (1994) and 1 item from Morrison 
(2002). Rather than relying solely on Price and Mueller’s (1986) 5-item scale, the additional 4 
items were included so as to assess other elements of workgroup integration not covered by Price 
and Mueller’s (1986) measure and provide greater completeness of this measure. The 5-item 
scale looks at the respondents’ perceptions of their workgroup, how they are treated by the 
workgroup, and the characteristics of their coworkers such as whether they are friendly or 
helpful.  The additional items would help assess more of the respondents’ personal feelings about 
whether they themselves feel accepted by the workgroup and have developed a sense of 
attachment. These 9 items produced a high reliability of 0.92. 
 
3.2.6 Control Variables 
The respondent’s level of pre-entry knowledge was measured using the 5 items from 
Breaugh and Mann’s (1984) widely-used and validated scale, 2 items from Feldman’s (1976) 
“Realism” scale as well as 4 self-developed measures. This resulted in a reliability of 0.82. 
Lastly, social desirability was measured using Strahan and Gerbasi’s (1972) extensively used 10-
item measure with a reliability of 0.75. The list of the reliabilities of all the study variables can 
be found in Table 3.3.  
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3.2.7 Reliability 
The term “reliability” refers to how well a set of items or variables measures a single 
universal latent construct. It can also be viewed as an indicator of the stability and consistency 
with which the items of an instrument measure a particular concept and helps to assess the 
“goodness” of a measure (Sekaran, 2003). I used the Cronbach’s coefficient alpha to analyze the 
reliability of the main effects, knowledge dimensions, outcomes, and control variables. This 
measure helps to determine whether the scales used in my questionnaires measured the variables 
reliably. The results of the reliability tests are listed in Table 3.3 below. The following chapter 
will present results of my preliminary data analysis and those obtained from testing the suggested 
hypotheses on the current sample. Chapter 5 will then look at the implications of these findings. 
Table 3.3 Reliability of Variables 
Variables 
 
Number of Items Alpha Coefficient 
Dispositional Attributes 
























































Sample size n = 83 
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CHAPTER 4 
                                   RESULTS & FINDINGS 
__________________________________________________________ 
4.1 RESPONDENT PROFILE 
 The respondents in this study consisted of 32 (38.55%) males and 51 (61.45%) female 
professionals. Compared to the total sample of 121 respondents who returned the first wave of 
questionnaires containing the “gender” demographic, 39.3% of the male respondents and 60.7% 
of the female respondents completed the three waves of the study. The mean age of the 
respondents is 24.2 years. The majority of respondents are Singaporeans (91.56%). 20 
respondents (24.1 %) are new doctors and 63 are new lawyers (75.9%). The respondent profile 
data is found in Table 4.1. 
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Sample size n = 83 
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4.2 CORRELATION ANALYSIS 
 I had performed correlations among the thirteen variables in my study. With regards to 
the predicted relationships, the preliminary correlation results show that learning goal orientation 
is significantly and positively correlated to organizational (0.24) and professional knowledge 
(0.27). These correlations are in the predicted direction. However, learning goal orientation is 
also significantly correlated with two socialization outcome variables, role clarity (0.23) and 
professional orientation (0.35). As expected, interdependent self-construal is significantly 
correlated to professional knowledge (0.28). As for career-related mentoring, it is significantly 
correlated with both organizational (0.28) and professional knowledge (0.50) as predicted. It is 
also correlated with interaction with peers (0.35). This correlation is to be expected as both 
involve elements of interacting and communicating information and knowledge to newcomers. 
However, mentoring is also found to be significantly correlated to all four outcome variables in 
this study. Interaction with peers correlates significantly with organizational (0.25) and 
professional knowledge (0.48). As with mentoring, interaction with peers is also correlated with 
role clarity, workgroup integration, task mastery, and professional orientation. 
 As for the knowledge dimensions, organizational knowledge is shown to be significantly 
correlated to professional knowledge (0.67) but it is still below the 0.8 level. Hence, multi-
collinearity in the mediation step is unlikely to be an issue (Gujarati, 1995). This correlation is 
expected as both variables share a common thread in that they assess the amount of knowledge 
the newcomers have acquired, with the main distinction being the knowledge domains that are 
involved. As expected, organizational knowledge is correlated to role clarity (0.70) and also 
significantly correlated to workgroup integration (0.44). It also demonstrates significant 
correlations with task-mastery (0.66) and professional orientation (0.53). The correlation results 
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are also in the predicted directions with regards to professional knowledge as professional 
knowledge is highly correlated to task mastery (0.63) and professional orientation (0.61). It is 
also significantly correlated with role clarity (0.65) and workgroup integration (0.47).  
By and large, the above zero order correlations are in the expected predicted direction, 
providing some preliminary indication of the relationships between the variables. The correlation 
results of the thirteen study variables appear in Table 4.2. 
 
4.3  RESULTS OF HIERARCHICAL REGRESSION FOR MAIN EFFECTS 
Hierarchical regression was used in testing Hypothesis 1, 2, 3 and 4 involving the main 
effects of dispositional attributes and organizational influences on newcomer knowledge 
acquisition. The effects of the control variables were also included in the regression. As there 
were two sets of independent variables involved in the regression analysis, the control variables 
and the main effects, an additional step was required which allowed me to see the effect of one 
independent variable on the knowledge outcomes after the other independent variables’ effects 
had been removed. Hence, hierarchical regression was used whereby groups of variables were 
entered into the regression model in steps so as to gauge their relative effect on the outcome 
variable.  
In the first step of the regression, the control variables of pre-entry knowledge, age, and 
social desirability were entered into the model. In the second step, the independent variables of 
learning goal orientation, interdependent self-construal, career-related mentoring, and task-
related interaction with peers were added. The significance of the regression model at each step 
was verified as well as any changes to the R-square value. The respective variables that 
significantly influenced these changes, if any, were subsequently noted along with their beta 
coefficients and variance inflation factors (VIFs). 
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Table 4.2 Descriptive Statistics, Reliability Estimates a, and Correlation Analysis 










 Reliability estimates (Cronbach alpha) are indicated along the diagonal. 
* Correlation is significant at the 0.05 level (2-tailed). 

























1. Social desirability 3.24 0.505 83 (0.75)             
2. Pre-entry knowledge  3.32 0.606 83 0.11 (0.82)            
3. Age (Log) 1.38 0.029 83 0.02 0.10 (NA)           
4. Learning goal orientation 3.76 0.473 83 0.09 0.15 0.25* (0.80)          
5. Interdependent self-
construal 
3.75 0.614 83 -0.11 0.18 -0.06 0.03 (0.88)         
6. Career-related mentoring 3.50 0.611 83 0.21* 0.26* 0.15 0.12 0.09 (0.91)        
7. Interaction with peers 3.78 0.670 83 0.15 0.08 -0.01 0.07 0.20 0.35** (0.90)       
8. Organizational knowledge 3.58 0.489 83 0.41** 0.04 0.09 0.24* 0.17 0.28** 0.25** (0.89)      
9. Professional knowledge 3.68 0.432 83 0.27** 0.06 0.08 0.27* 0.28* 0.50** 0.48** 0.67** (0.88)     
10. Role clarity 3.74 0.539 83 0.35** 0.23* -0.02 0.23* 0.19 0.42** 0.43** 0.70** 0.65** (0.90)    
11. Workgroup integration 3.70 0.670 83 0.34** 0.17 0.04 0.19 0.10 0.41** 0.50** 0.44** 0.47** 0.59** (0.92)   
12. Task mastery 3.38 0.565 83 0.21* 0.12 0.04 0.20 0.18 0.25* 0.38** 0.66** 0.63** 0.68** 0.48** (0.85)  
13. Professional orientation 3.61 0.474 83 0.30** 0.09 0.16 0.35** 0.12 0.36** 0.21 0.53** 0.61** 0.42** 0.30** 0.47** (0.82) 
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The hierarchical method of regression is also useful in situations where two or more 
independent variables are naturally correlated as it helps partition the variance among the 
correlated independent variables. For instance, in the correlation analysis mentoring was 
significantly correlated with interaction with peers. Hierarchical regression’s ability to alter the 
entry order of variables in accordance with the theoretical hypothesis is also advantageous 
compared to ANOVA methods where the rational sequence of variable entry cannot be 
controlled. The tests for the four main effects hypotheses using hierarchical regression along 
with the results can be found in the following section. 
 
4.3.1 Hypothesis 1 
Hypothesis 1: All else held constant, newcomers with a higher learning goal orientation will 
report higher levels of organizational and professional knowledge. 
 
The hierarchical regression results for the test of Hypothesis 1 can be found in Table 4.3. 
The dependent outcome variables in this hypothesis are the new professional’s level of 
organizational knowledge and professional knowledge. Firstly, for the organizational knowledge 
outcome, the control variables of pre-entry knowledge, age, and social desirability do result in a 
significant R-square change at Step 1 with social desirability representing the significant variable 
(β=0.410, p<0.01). When the dispositional attributes and organizational influences are 
introduced in the second step, R-square change of the model is significant (R2 =0.132) as well 
as the F-change (F=3.559, p<0.01). However, learning goal orientation is not significant 
(β=0.187, p<0.1) in relation to organizational knowledge.  
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As for professional knowledge, the results in Table 4.3 show that when the three control 
variables are entered at Step 1, the model is not significant. When the four independent variables 
are entered in Step 2, there is a very significant R-square change (R2 =0.396) and an equally 
large F-change (F=14.194, p<0.01), demonstrating the collective importance of these main 
effects.  Learning goal orientation is found to have a significant positive relationship (β=0.203, 
p<0.05) with professional knowledge. Thus, Hypothesis 1 is partially supported. It is critical to 
note that, in the interest of brevity, I had included a number of dependent variables in a single 
hypothesis for all five hypotheses. For instance, in this case, the two dependent knowledge 
variables were hypothesized together in the same hypothesis. Hence, that is why “partial 
support” was reported for some of my hypotheses. If the variables in Hypothesis 1 for instance 
were divided into two separate hypotheses, support for the professional knowledge hypothesis 
and rejection of the organizational knowledge hypothesis would have been reported instead. This 
will be further elaborated on in the following chapter. 
 
4.3.2 Hypothesis 2 
Hypothesis 2: All else held constant, newcomers with an interdependent self-construal will 
report higher levels of organizational knowledge. 
 
 From Table 4.3, we see that interdependent self-construal is significantly and positively 
related to organizational knowledge (β=0.205, p<0.05). Hence, it is demonstrated that novice 
professionals with an interdependent self-construal will report higher levels of organizational 
knowledge. Hypothesis 2 is thus supported. 
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4.3.3 Hypothesis 3 
Hypothesis 3: All else held constant, career-related mentoring functions will be related to 
greater organizational and professional knowledge for newcomers. 
 
 Based on the results of my regression analysis, there is no significant relationship 
between career-related mentoring and organizational knowledge. Hence, the hypothesized 
relationship between mentoring and organizational knowledge is not supported. Nonetheless, the 
results in Table 4.3 do show that there is a significant positive relationship between career-
related mentoring and professional knowledge (β=0.364, p<0.01). This shows that newcomers 
who are provided with career-related mentoring report higher levels of professional knowledge. 
Hence, there is partial support for Hypothesis 3. 
 
4.3.4 Hypothesis 4 
Hypothesis 4: All else held constant, newcomers with greater task-related interaction with 
peers will report higher levels of organizational and professional knowledge. 
 As for task-related interaction with peers, it is not significantly related to organizational 
knowledge based on the regression analysis. However, it is significantly related to professional 
knowledge (β=0.274, p<0.01). Hence, newcomers who interact with their peers more frequently 
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4.4 RESULTS OF HIERARCHICAL REGRESSION FOR KNOWLEDGE AS A 
MEDIATOR 
 
Hierarchical regression was again used to evaluate the underlying mediation effect of my 
study model, namely the effect of organizational and professional knowledge on the respective 
professional socialization outcomes. In testing the mediating role of the knowledge dimensions, I 
employed Baron and Kenny’s (1986) widely-used three-step test for mediation. According to the 
authors, for mediation to be established the independent variable must first affect the mediator in 
the first equation.  Next, the independent variable must also be shown to have a significant 
relationship with the dependent variable in the second equation. Lastly, in the third equation, the 
mediator must also affect the dependent variable. When these three conditions hold, the effect of 
the independent variable on the dependent variable must be less in the third equation compared 
to the second. If the independent variable has no effect when the mediator is included, then there 
is perfect mediation. However, researchers have recently suggested that Baron and Kenny’s 
classic step whereby the independent variable must have a significant relationship with the 
dependent variable is not actually necessary to establish mediation (Collins, Graham, & Flaherty, 
1998; Shrout & Bolger, 2002; Langfred, 2004). This is because the path between the independent 
and dependent variable is already implied if the other two steps of the mediation analysis are 
satisfied (Langfred, 2004). The emphasis rests on the other two steps as there are numerous ways 
in which mediation could be occurring, while the direct relationship between independent and 
dependent variables may still not be significant. I had taken these arguments into consideration 
as well when performing the mediation analyses. 
In following Baron and Kenny’s (1986) typology, at the first step the control variables of 
pre-entry knowledge, age, and social desirability were entered into my study model. For the 
second step, the main effects of interdependent self-construal, learning goal orientation, 
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mentoring, and interaction with peers were included. Lastly, in the third step, the mediation 
variables of organizational knowledge and professional knowledge were added into the model. 
The significance of the model at each of the three steps was noted, along with the significant 
variables and their respective beta coefficients and VIFs. The tests for each of the four 
socialization outcome hypotheses using hierarchical regression along with the results can be 
found in the following section.  
 
4.3.5 Hypothesis 5 
Hypothesis 5(a): All else held constant, newcomers who report higher levels of organizational 
knowledge will also report higher levels of role clarity, workgroup integration, and task 
mastery. 
Table 4.4 contains the mediated hierarchical regression results for Hypothesis 5(a) and 5(b). 
Hypothesis 5(a) examines the organizational-level outcome variables of role clarity and 
workgroup integration as well as task mastery while Hypothesis 5(b) investigates the 
professional-level outcomes; task mastery and professional orientation. For the test of role clarity 
in Hypothesis 5(a), the control variables of pre-entry knowledge, age and social desirability are 
entered into the first step. The R-square change is significant (F=5.241, p<0.01) with the 
significant variable being social desirability (β=0.333, p<0.01). In Step 2, the four independent 
variables of learning goal orientation, interdependent self-construal, career-related mentoring, 
and task-related interaction with peers are added. The R-square change of the model remains 
significant (F=6.983, p<0.01). The significant variables at this step are social desirability, 
mentoring, and interaction with peers as shown in Table 4.4.  At Step 3, the mediator variables of 
organizational and professional knowledge are entered into the model.  
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Table 4.4. Results of Mediated Hierarchical Regression on Professional Socialization 
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Table 4.4.(Cont’d) Results of Mediated Hierarchical Regression on Professional 
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                                                    VIF       VIF        VIF 







             
       0.05        -0.08          0.00          1.02        1.14        1.18 
       0.15         0.06           0.05          1.01        1.11        1.11 
       0.30**     0.24*         0.10          1.01        1.10        1.31 
Dispositional Attributes 
Interdependent Self-Construal 
Learning Goal Orientation 
 
                       0.12          -0.01                         1.11       1.23 
                       0.29**       0.17                          1.10       1.19 
Organizational Influences 
Mentoring 
Interaction with Peers 
 
                       0.27*         0.09                          1.28       1.55 





                                         0.16                                         2.14 
                                         0.42**                                     2.84                      
R2      0.12           0.18           0.16 
F      3.62*         4.76**       10.61** 
Sample size n = 83; * p< .05, ** p< .01,  p< .10 
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Professional knowledge, although not the mediator variable of primary interest in this 
hypothesis, was included in this model so as to partial out and control for its possible effect on 
the variables. There is a significant R-square change (R2 =  0.263) and very large F-change 
(F=27.801, p<0.01). In this step, social desirability and mentoring are no longer significant, 
while interaction with peers continues to show direct effects even with the knowledge 
dimensions in place, albeit at a lower level of 0.174 beta and lower significance. Organizational 
knowledge is significant as well at Step 3 (β=0.533, p<0.01). Thus, these results demonstrate that 
organizational knowledge does act as a mediator and significantly influences role clarity. Hence, 
there is reasonable support for the influence of organizational knowledge as a mediator of role 
clarity. 
As for workgroup integration, when the three control variables are entered in Step 1, the 
R-square change is significant (F=4.089, p<0.01) with social desirability as the significant 
variable (β=0.324, p<0.01). In the second step, the R-square change is still significant 
(F=7.501, p<0.01) when the four independent variables are entered. However, when the 
organizational knowledge and professional knowledge mediators are included in Step 3, the R-
square change of the model is no longer significant. Professional knowledge was again included 
so as to partial out its effects. Hence, the hypothesized mediating role of organizational 
knowledge in relation to workgroup integration is not supported.  
For task mastery, the R-square change is not significant at Step 1 after the three control 
variables are included in the model. When the four independent variables are entered at Step 2, 
the R-square change is significant (F=3.92, p<0.01) with interaction with peers as the 
significant variable (β=0.29, p<0.05). Subsequently when the organizational knowledge mediator 
is entered into the model, there is a significant R-square change (R2 =  0.32) and very large F-
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change (F=25.36, p<0.01). Organizational knowledge is significant at this step (β=0.49, 
p<0.01) while interaction with peers is no longer significant. Hence, this demonstrates the 
mediating effect of organizational knowledge on task mastery.  
Thus, Hypothesis 5(a) is partially supported as newcomers who report higher levels of 
organizational knowledge do also report greater role clarity and task mastery but there is 
insufficient support for the relationship between organizational knowledge and workgroup 
integration. 
 
Hypothesis 5(b): All else held constant, newcomers who report higher levels of professional 
knowledge will also report higher levels of task mastery and professional orientation. 
 
 The regression results for Hypothesis 5(b) can also be found under Table 4.4. In assessing 
the mediating effect of professional knowledge on task mastery, the control variables of pre-
entry knowledge, age, and social desirability are entered in the first step. The R-square change 
of the model is not significant.  When the four independent variables are included in Step 2, R-
square change becomes significant (F=3.923, p<0.01) with interaction with peers having a 
significant beta (β=0.290, p<0.05). When the mediator variables of organizational and 
professional knowledge are entered in the final step, the R-square change (R2=0.319) and F-
change (F=25.364, p<0.01) become highly significant. Organizational knowledge is included 
in the model so that any possible effects it may have on the variables involved can be partialled 
out. Interaction with peers is no longer significant while organizational knowledge (β=0.492, 
p<0.01) and professional knowledge (β=0.305, p<0.05) are significant. Hence, professional 
knowledge does fully mediate the relationship between interaction with peers and task mastery. 
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 Lastly, with regards to professional orientation, the Step 1 model comprising the three 
control variables has a significant R-square change (F=3.623, p<0.05) with social desirability 
having a significant beta (β=0.299, p<0.01). When the four independent variables are entered in 
Step 2, the R-square change is significant (F=4.759, p<0.01). Social desirability, learning goal 
orientation, and mentoring are significant at this step as evident in Table 4.4. When the two 
knowledge mediators are included in the model in Step 3, there is significant R-square change 
(R2=0.158) as well as a large F-change (F=10.614, p<0.01). Learning goal orientation and 
mentoring are no longer significant in this step. Professional knowledge is the only significant 
variable (β=0.418, p<0.01). Hence this result strongly demonstrates full mediation by 
professional knowledge on learning goal orientation and mentoring, and shows that newcomers 
who report higher levels of professional knowledge also do report a greater level of professional 
orientation. Hypothesis 5(b) on the relationship between professional knowledge and the two 
professional-level outcome variables is thus supported. 
 It should be noted that, although the social desirability control variable did show 
significant relationships with the knowledge and outcome variables in some of the above cases, 
its effect was not consistent for all the variables. This point will be discussed in greater detail in 
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4.4.2 Path Analysis and Structural Equation Modeling 
Path analysis and structural equation modeling through the AMOS software was not used 
in conducting the analysis owing to the relatively small sample size of my study and the fact that 
some of the measures used are new self-developed items which have not been empirically tested 
as yet. Although a simple path analysis using summated measures can be performed, my study 
consists of thirteen parameters that need to be determined with only 83 cases. The recommended 
sample size is fifteen cases for each parameter in the study (Stevens, 2002), thus a sample of 195 
respondents would have been ideal. These factors contribute to a greater likelihood of unknown 
measurement error and convergence failure when AMOS is used as well as negative error 
variance estimates for measured variables and reduced accuracy of standard errors calculated. 
Partial Least Square (PLS), although more suitable for small sample sizes, was also not used as it 
is more suited for predictive rather than explanatory purposes. Hence, due to these reasons, I 
decided against undertaking path analysis and PLS. Instead, I opted for the use of mediation 
analysis as recommended by Baron and Kenny (1986). 
 A summary of the hypothesis test results is presented in Table 4.5. The conclusions and 
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Outcome Hypothesis Results 
1. Organizational and 
Professional knowledge 
 
Higher for newcomers high in 
learning goal orientation 









3. Organizational and 
Professional knowledge 
Higher for newcomers who report 
greater career-related mentoring 




4. Organizational and 
Professional knowledge 
Higher for newcomers who report 
greater task-related interaction 
with peers  




5a. Role clarity and Workgroup 
integration 
Higher for newcomers who report 
greater organizational knowledge 
Supported for Role 
clarity,  
Not supported for 
Workgroup integration 
 
5b. Task mastery and 
Professional orientation 
Higher for newcomers who report 
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CHAPTER 5 
CONCLUSIONS AND IMPLICATIONS 
______________________________________________________________________________ 
In this chapter, I will present a detailed discussion of the research findings as well as the 
managerial implications that can be drawn from this study and subsequently applied by 
professional practitioners and organizational decision-makers in integrating novice professionals 
and transferring knowledge to them. Theoretical implications for this stream of research are also 
examined. The limitations inherent in this study will also be highlighted. I will then provide 
some suggestions of potential future research efforts and directions in the area of professional 
socialization and the mediating role of knowledge in achieving positive adjustment outcomes. 
 
5.1 DISPOSITIONAL ATTRIBUTES AND KNOWLEDGE ACQUISITION 
 This study has looked at the effects of two dispositional attributes of newcomers, learning 
goal orientation and interdependent self-construal, and their effects on the amount of 
organizational and professional knowledge the newcomers acquire. The study results provide 
strong evidence for the positive relationship between both dispositional attributes and the two 
knowledge domains. As predicted, the stronger the desire of the newcomer to learn, to enhance 
his or her level of knowledge, and to further develop new work skills, will influence the 
newcomer to seek out more learning opportunities and knowledge sources. In doing so, the 
learning-oriented doctor or lawyer would indeed acquire more knowledge about the profession 
s/he is in. However, the newcomers’ learning goal orientation did not influence their acquisition 
of organizational knowledge. This lack of support will be further examined later in the 
“Unsupported Hypotheses” section. 
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 As for the newcomer’s level of interdependent self-construal, the results also demonstrate 
that newcomers who are more sensitive to the context they are in, strive to fit in harmoniously 
into their workplace, and have a strong desire for acceptance, will acquire more organizational 
and professional knowledge in the process. As interdependent selves are more concerned with 
building strong interpersonal relationships and integrating themselves into the workplace, they 
will seek out and acquire more knowledge of the organization and profession in order to fit in 
more effectively. The possible reasons for the relationship between interdependent self-construal 
and professional knowledge will be discussed in the “Unexpected Findings” section. 
 
5.2 ORGANIZATIONAL INFLUENCES AND KNOWLEDGE ACQUISITION 
 Two organizational influences that help facilitate the integration of newcomers into their 
profession have been looked at in this present study, namely career-related mentoring and task-
related interaction with peers. I postulated that both these organizational influences would 
provide newcomers with more organizational and professional knowledge during socialization. 
The results demonstrated that, when newcomers experience more mentoring, they reported 
having greater professional knowledge, in support of my prediction. Hence, by having senior 
lawyers and doctors guiding and teaching the novice professionals, the newcomers would 
develop a greater understanding of their professional role, how to conduct themselves in a 
professional manner and what it means to be a lawyer or doctor. This is likely a result of the 
special “hidden” knowledge, advice, coaching and useful feedback these mentors can provide 
based on their greater experience and higher status in the profession. Such an important 
information source would go a long way in helping the newcomer understand the intricacies of 
his or her profession.  
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However, it was found that mentoring and peer interaction did not provide newcomers 
with increased organizational knowledge. Based on the results, it would seem that mentors and 
peers tend to provide newcomers with more profession-specific knowledge, rather than 
organization-specific knowledge. The possible reasons for this unsupported hypothesis will be 
elaborated on in a later section.  
 
5.3 KNOWLEDGE AS A MEDIATOR OF PROFESSIONAL SOCIALIZATION 
OUTCOMES 
A significant finding from this study is that of the mediating role played by the 
newcomer’s level of organizational and professional knowledge during the professional 
socialization process. As expected, newcomers who possessed greater organizational knowledge 
were better able to understand their role. By having a greater knowledge of “how things work” 
around the organization and who the important people are, the newcomers would be able to 
know what their specific role and responsibilities are in the organization and what is expected of 
them by their peers and superiors. The newcomer’s level of task mastery would also be enhanced 
as organizational knowledge involves knowing how to coordinate with other staff members and 
across departments, how to interact with and obtain advice from superiors and colleagues, and 
the procedures through which work is to be done. Knowing who the important people and 
experts are in the organization may also enable the newcomer to seek out these influential 
individuals and to obtain help and useful information from them regarding their work tasks, thus 
increasing their level of task mastery. 
 Newcomers with a higher level of professional knowledge were better able to master 
their tasks as well as internalize and develop their professional orientation. As I had postulated, 
the more intricate technical details and profession-specific competencies that are encapsulated by 
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professional knowledge would help newcomers learn and master the tools of the trade and thus 
perform their tasks more effectively. Hence, as both organizational and professional knowledge 
are found to influence a novice professional’s task mastery, it serves to demonstrate that the tasks 
performed by doctors and lawyers require a complex array of organizational and professional 
skills. At the same time, professional knowledge provides newcomers with a greater 
understanding of how they should behave as professionals, the professional code of conduct and 
ethics, and the type of image they should convey. Hence, a newcomer who possesses a high level 
of such knowledge would have a more in-depth understanding of his or her professional identity 
and role expectations, and this would facilitate the newcomer’s internalization of professional 
values and norms. 
 
5.4 SOCIAL DESIRABILITY AS AN INFLUENCING VARIABLE 
 As evident from the correlation results and regression analyses in the previous chapter, 
social desirability is found to have a significant relationship with several variables in this study. 
However, its effect is not universal and is inconsistent for some of the variables and 
relationships. For instance, in the mediation analyses, it is no longer significant once the 
knowledge variables are introduced into the model. As for the earlier hypotheses involving the 
main effects and knowledge domains, the beta of social desirability is lowered as well as its 
significance level when the main effects are included. It also has no significant influence over 
task mastery, which one would expect to be highly sensitive to socially desirable responding if 
that were the case, as such individuals may want to portray a higher level of mastery and work 
performance than they actually possess. Simple regression tests using social desirability as the 
independent variable, against each of the other study variables as the dependent variable also 
Chapter 5: Conclusions and Implications      100 
revealed insignificant effects for pre-knowledge, learning goal orientation, interdependent self-
construal, mentoring, interaction with peers, and task mastery. Empirical support can also be 
found in meta-analyses involving 36 empirical studies performed by Moorman and Podsakoff 
(1992) assessing social desirability and organizational variables. They found that, at best, social 
desirability only accounts for a small amount of variance in a limited number of variables across 
these studies (Spector, 2006). Ones, Viswesvaran, and Reiss (1996) also conducted meta-
analyses on the effect of social desirability on relationships between personality and job 
performance and counter-productive work behavior. They found variable and mostly small 
relationships of social desirability with the other study variables (Spector, 2006). Hence, social 
desirability is likely to cause modest inflations of a few relationships and little or no inflation in 
most cases (Spector, 2006).  
Furthermore, the training background of our sample should also be taken into 
consideration with regards to social desirability. As the main priorities of being a professional 
doctor and lawyer are to help look after the well-being of others, to show care and concern, to 
provide professional services, new doctors and lawyers were likely to have been provided with 
training during their tertiary education that emphasized being helpful, caring, courteous, and 
respectful towards the patients and clients they will be serving in future. Hence, it would not be 
surprising that when asked whether they help others, behave in a desirable manner, treat others 
fairly and are honest, they would score themselves highly on these items in the social desirability 
measure as they have been well-trained that these are the desirable qualities they should exhibit 
as a professional. Thus, it is not as much a case of potential socially-desirable responding, but 
rather it may be due to their understanding of what it means to be a professional and the 
importance placed on these socially-responsive characteristics that have been cultivated in them 
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through their years of tertiary education. This may have led the respondents to score themselves 
highly on the social desirability measure, resulting in its significant relationships with other 
variables. 
 
5.5 UNSUPPORTED HYPOTHESES 
While I postulated and tested a number of possible relationships, some of these 
hypothesized relationships were not supported in my analysis. Firstly, in testing the hypotheses, a 
newcomer’s level of learning goal orientation was intriguingly found not to influence the amount 
of organizational knowledge s/he acquired. It is possible that learning-oriented doctors and 
lawyers may view professional knowledge as being a more important area that they need to learn 
when they begin their professional careers, compared to knowing about the organization they are 
in. As they are undergoing their pupilage and housemanship, knowing how to perform their 
duties in a professional manner, understanding what it means to be a doctor and lawyer, and 
learning their professional role, may be of more primary concern to them when they first join as 
they want to have a firm grasp of the complex knowledge they need to use on a daily basis. They 
may feel that it is more vital to learn such knowledge once they start work as it would help them 
perform their tasks more effectively, demonstrate their competence to their new employers, and 
overcome the uncertainties and difficulties they may face as they carry out their professional 
duties for the first time. Hence, organizational knowledge takes on less significance for learning-
oriented doctors and lawyers, as their main priority is to master the profession-specific aspects of 
their job. 
 Another unsupported relationship from my study is the lack of influence of peers and 
mentors as sources of organizational knowledge for the newcomers. With regards to peer 
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interaction, we would reasonably expect that newcomers would learn more about the 
organization and general information about their workplace from their fellow coworkers through 
their daily conversations and interactions with each other regarding work-related matters. 
However, based on my results, peers do not seem to be a useful source of organizational 
knowledge for the newcomers. Perhaps other knowledge sources and organizational initiatives 
such as orientation programs and class-based training may teach the newcomers this basic 
knowledge and information they need to know about the workplace and the people there. The 
more individualized and “one-on-one” types of interactions may be more conducive and suitable 
for the sharing of more intrinsic knowledge regarding the profession itself.  
This is also evident in the significance of both peers and mentors as sources of 
professional knowledge for newcomers, while they are not seen to be effective sources of 
organizational knowledge. Both the peers and mentors may feel that their role is to share with the 
newcomers the intricacies of the profession and the job at hand as this would serve them better in 
terms of performing their work tasks, adjusting to their new professional life and, in general, 
dealing with the uncertainties and anxieties they will face when starting work. They may feel that 
such knowledge is of more primary concern for the newcomers and would be more beneficial to 
them in the long-term compared to knowing general information about the hospital or law firm. 
They may also feel that they are in the best position to do so owing to their comparatively greater 
wealth of experience and their closer contact and relationship with the newcomers where they 
interact with each other on a regular basis in the course of performing their job tasks. 
They may place a higher premium on providing the protégés under them or their new 
colleagues with the more tacit and less widely-available knowledge that they can draw from 
based on their own expertise. The more accessible and readily-available knowledge and 
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information about the organization in general and how things work may not be an area mentors 
and peers focus on as they may feel that the newcomers will be able pick up on such information 
from training manuals, directives, company reports, administrative staff, and through their own 
daily experiences in the workplace. In particular, mentors are likely to be busy individuals based 
on their seniority in the organization. Hence they may choose to concentrate on the more 
professional aspect of work when interacting and guiding the newcomers as a time-saving 
measure, leaving the newcomer to learn about the organization on their own time. In essence, 
both mentors and peers may be choosing “quality of knowledge” over “quantity of knowledge”.  
The career advancement, professional reputation, and income that doctors and lawyers 
earn are more likely to be dependent on the professional knowledge and subsequent competence 
they have acquired, rather than due to how much they know about the particular organization 
they are working in. For instance, Miner et al (1994) stated that professional knowledge is 
viewed as the most important knowledge possessed and it is through which status, leadership and 
career development in one’s professional field is derived from. Elliot (1972) also highlighted that 
the status and income of individuals in older established professions such as law and medicine 
are largely dependent on their professional expertise. This greater dependence on professional 
knowledge may explain the lack of influence of mentoring and interaction with peers on the 
amount of organizational knowledge newcomers reported having, as mentors, peers, and the 
newcomers may view professional knowledge as having greater utility. 
Another plausible reason is that the newcomers themselves are seeking help from and 
relying on their mentors and peers for information on the more complex and elusive areas 
relating to their professional work. They may hold these experienced organizational members in 
high regard and view them as invaluable sources of the more intricate professional knowledge 
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and tools of the trade. Hence, the queries the newcomers direct at their peers and mentors, and 
the knowledge that they seek from them may revolve around profession-specific knowledge 
rather than general organizational knowledge. Novice professionals may also place greater 
importance on accumulating both esoteric and explicit forms of professional knowledge during 
the early stages of their organizational entry. This may be largely due to the nature of the 
pupilage and housemanship process where the new lawyers and doctors may or may not choose 
to continue their careers in their current law firms and hospitals once they complete their training 
as a pupil and houseman. Hence, they may acquire some aspects of organizational knowledge 
such as their role in the organization, and how to coordinate and work together with other 
members, so as to get work done. However, they may not be as concerned at the moment 
regarding the history and values of the organization, or the organization-specific politics, as there 
may be a lack of affiliation with the law firm and hospital itself during the pupilage and 
housemanship stage. This view is also supported by past researchers who have observed the 
relatively greater importance of and attention paid to performance proficiency, task-related, and 
technical aspects of knowledge by newcomers compared to political and historical aspects 
pertaining to the organization during socialization (Fisher, 1986; Morrison, 1993, 2002; Chao et 
al, 1994; Thomas & Anderson, 2002).  This reasoning also relates to the explanation given 
earlier for the lack of influence of a newcomer’s learning goal orientation on the amount of 
organizational knowledge acquired, possibly due to the reduced importance placed on such 
knowledge.   
There is also the possibility of an overlap between organizational knowledge and 
professional knowledge in this particular case, as shown in their significant correlations with 
each other. Mentors and peers may not distinguish and package the messages that they share with 
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the newcomers neatly into profession- and organization-specific areas and, more often than not, 
both forms of knowledge are intertwined within the messages and teachings communicated by 
these experienced professionals. Hence, this may have resulted in the lack of support for 
mentoring and peer interaction as sources of organizational knowledge, as information about the 
organization may have been contained within the knowledge of the profession conveyed to them. 
As this study focuses only on doctors and lawyers, the strong possibility that this insignificant 
relationship is a profession-specific phenomenon also cannot be fully discounted. More research 
needs to be conducted in future on other professions before the claims of the lack of importance 
of these two organizational influences in terms of organizational knowledge can be substantiated. 
 As mentioned in the previous chapter regarding partial support of several of the 
hypotheses, it is imperative to reiterate the fact that the hypotheses in my study were combined 
together for the sake of brevity and ease of reading. For instance, both the organizational and 
professional knowledge variables were hypothesized together as the dependent variables in my 
first four hypotheses, while in my fifth hypothesis, the two organizational-level outcomes were 
included together under the same hypothesis. The same situation applies for the two 
professional-level outcomes. Hence, the “partial support” reported for the hypotheses should not 
be misinterpreted as a lack of significance of the variables, flawed theorizing, or incorrect 
hypothesizing. If the dependent variables were hypothesized individually, then full support of 
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5.6 UNEXPECTED FINDINGS  
The study results revealed a few unexpected, yet intriguing, findings. Surprisingly, 
newcomers who possess an interdependent self-construal do acquire greater professional 
knowledge, based on the results. It was expected that such interdependent selves would pay more 
attention to context-specific information and the people around them, as they place high 
importance on fitting in to their work domain and developing interpersonal relationships with 
coworkers. A possible explanation for this could be due to the unique and, at times, “elitist” 
nature of professional cultures where members of the profession often speak of nothing else 
other than profession-specific matters in the workplace. Professionals thrive on exchanging 
views, discussing intellectual topics, and interacting in their own unique lingo that only fellow 
professionals would understand (Schein, 1972; Witz, 1992; Dryburgh, 1999). Newcomers who 
have a desire to fit into their new professional workgroup, are sociable and interact with 
members of their profession, will be exposed to such conversations and information on a regular 
basis. By knowing about the profession in greater detail, newcomers may find it easier to 
develop strong relationships with and become more accepted by their fellow professionals as 
they have a better understanding of how to “speak the same language” and how a professional 
should behave. Hence, by becoming more similar to their peers, they would be more readily 
viewed as “one of the gang” and gain membership into the exclusive professional “club”. Thus it 
is possible that newcomers with a high interdependent self-construal would seek out more 
professional knowledge in order to fit in. In light of this finding and in retrospect, the 
relationship between interdependent self-construal and professional knowledge should have been 
formally hypothesized and tested in this study. 
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 Another unexpected finding was that interaction with peers continued to significantly 
influence the newcomer’s role clarity even after organizational knowledge was included into the 
model to serve as a mediating variable. Hence, there was only partial mediation although it was 
hypothesized that full mediation would occur. Interaction with peers as an independent variable 
continued to have a direct effect on the dependent variable, role clarity, even after accounting for 
the knowledge variables as mediators. A possible reason could rest on learning and socialization 
being a continuous process spanning the employee’s full career (Cox, 2005) that is highly 
dependent on interaction whereby employees are constantly finding out new previously unknown 
aspects regarding their work role through daily interaction with peers (Feldman, 1976; Taormina, 
1997). Hence, this shows that such interactions are highly effective in increasing the newcomer’s 
understanding about what his or her role entails.  
Although results showed that the model involving workgroup integration was not 
significant, interaction with peers continued to exhibit a significant effect over the newcomer’s 
ability to integrate one’s self into the workgroup. This provides evidence for the importance of 
interactions between newcomers and incumbents in helping them fit into their workgroup and in 
establishing strong interpersonal and friendship ties with them, as the best way of doing so is by 
communicating with each other and building rapport. Furthermore, the operationalization of 
workgroup integration in this study largely involves whether coworkers are friendly towards the 
newcomer, whether the newcomer feels accepted, and whether s/he is able to get along with 
coworkers. Hence, the role of knowledge of the organization and profession may not be 
significant for integrating into the workgroup under these circumstances. The knowledge 
component present in this particular validated measure of workgroup integration may not be as 
salient, leading to a non-significant relationship when the mediators are included. 
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5.7 MANAGERIAL IMPLICATIONS 
 
5.7.1 Importance of Dispositional Attributes  
 
 As this study investigates the effect of newcomer dispositional attributes on knowledge 
acquisition, this would help employers realize that each novice professional is unique and not all 
of them benefit equally from the organizational processes used to transfer knowledge to them. 
Hence, hospitals and law firms should avoid blanket efforts that promote a generic knowledge 
sharing culture. Providing a more customized knowledge acquisition process is feasible for law 
firms and hospitals as their intake of new professionals at a given point of time is significantly 
lower that that of other mainstream organizations. It is also more beneficial as professionals 
possess more intrinsic knowledge, which needs to be cultivated and harnessed using methods 
that best cater to each individual’s strengths and learning needs.  
 
5.7.2 Importance of Mentoring and Interaction with Peers 
 Most importantly, employers and decision makers need to realize that the most vital tactic 
for socializing and transferring knowledge to new professionals is to provide them with the 
opportunities to acquire and gain access to knowledge resources from expert individuals as they 
are best placed to share with them useful insight into the profession. Mentoring and interaction 
with peers represent effective means of transferring professional knowledge to new doctors and 
lawyers, based on my findings. Hence, hospitals and law firms should make use of such 
measures more actively and ensure that mentors and helpful peers are made readily available to 
newcomers. Such close guidance would be more beneficial for novice professionals compared to 
being left to their own devices and “being thrown into the deep end”. According to Cheetham 
and Chivers (2005), such lack of support and improper teaching could lead to new professionals 
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changing their career paths, having their confidence undermined, and feeling a sense of ongoing 
bitterness and nagging doubt about their own competence as a professional. 
The mentors and employees themselves should also be made aware of the key role they 
play in guiding the novice professionals and helping them find their feet. Then they would be 
more forthcoming with useful information and open to addressing the queries and doubts the 
newcomers may have. These can be further encouraged by training and motivating mentors and 
peers, and providing opportunities for them to practice their teaching and communication skills 
in a training environment where immediate feedback can be given. In the case of formal 
mentoring relationships, these may fail due to a lack of knowledge and training on the part of 
mentors, rather than as a result of resistance or conflict between the two parties as the 
relationship was not forged voluntarily. Training and guidance would ensure that supervisors 
have the necessary skills to serve as effective mentors and are also able to follow-up with their 
protégés to ensure they are satisfied with the mentoring arrangements (Payne & Huffman, 2005). 
Decision makers should also highlight the tangible and intangible benefits that mentors and peers 
would receive by sharing knowledge with newcomers. These include enabling the newcomer to 
“come up to speed” more quickly and thus being able to contribute more readily and 
productively in the workplace, and receiving a sense of personal gratification and recognition in 
playing a key role in the successful induction of a young fellow professional. Decision makers 
should also consider to what extent mentoring should be required of supervisors and be included 
as part of their job-related roles and responsibilities, as this may influence their decision to be a 
mentor and the effort they put in. Opportunities for greater interaction outside of work may also 
be conducive for knowledge sharing, as there may be limited opportunities for such exchanges 
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during working hours and at the workplace itself, owing to the hectic and fast-paced nature of 
their workday.  
 Decision makers in hospitals and law firms could also consider making use of peer 
mentoring so that novice professionals are able to turn to experienced doctors and lawyers who 
are at the same level as them in the organization for mentoring. This could provide a “best of 
both worlds” scenario where the benefits of mentoring and peer interaction can be exploited 
while overcoming the drawbacks of having a senior mentor who is more distant and has less time 
available. Peers may be more effective in creating and sharing different kinds of knowledge, 
especially technical and task-related information as opposed to senior mentors who are at the 
upper levels of the organization hierarchy (Bryant, 2005). As stated by Allen et al (1999), formal 
peer mentoring relationships can aid the socialization of newcomers and are becoming 
increasingly common in other organizations. Hence, it may also be applicable to professional 
organizations such as hospitals and law firms as the common goal of peer mentoring, regardless 
of profession, is to share job-related knowledge, transfer relevant technical knowledge and skills, 
and provide psychosocial support (Kram, 1985; Bryant, 2005). Peers are in a unique position to 
provide such guidance as they are better able to establish close relationships and friendships with 
newcomers, and are able to empathize with their daily concerns because they share common 
interests and experiences and have “been in the same boat” recently as they were newcomers 
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5.7.3 Effects on Organizational-Level Outcomes 
By better understanding the importance of organizational and professional knowledge 
and how it can contribute to positive adjustment and knowledge outcomes such as task mastery, 
role clarity and professional orientation, decision makers can ensure that newcomers are 
provided with sufficient knowledge in these areas, not just during socialization but throughout 
their careers as learning is a continuous process. By having knowledgeable and well-adjusted 
professionals who are clear about their work roles, this may lead to positive distal outcomes in 
the long run, such as greater job satisfaction, commitment to the organization and profession, and 
less intention to turnover. Hospitals and law firms would then have a pool of dedicated, 
committed, and satisfied professionals who have a firm grasp of the tasks they are to perform and 
understand how to conduct themselves in a professional manner. Hence, successful adjustment 
and knowledge transfer may have long-term spillover effects on the professional’s future career 
success and performance, as well as the success and performance of the hospital and law firm. 
This would allow the hospital and law firm to provide better quality professional service to 
patients and clients, which in turn would enhance the reputation and standing of the organization 
in the professional community. A lack of knowledge about how things are to be done or how to 
work together with fellow professionals and staff may lead to less efficiency and greater time 
wastage due to mistakes made or conflicts and misunderstandings between organization 
members. Such problems would compromise the quality of professional service provided to the 
most important stakeholders, patients and clients, and may lead to malpractice lawsuits, public 
complaints in the media, and more severe consequences such as unintended deaths and wrongful 
convictions, stemming from a lack of adequate knowledge. 
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Another related implication of this study for senior organizational members and decision-
makers is that, by assessing individual-level outcomes experienced by novice professionals, 
these outcomes may subsequently contribute to macro-level learning outcomes. As new 
professionals are able to increase their wealth of knowledge through effective knowledge 
acquisition, they in turn would be more capable of passing on the knowledge they possess to 
subsequent new entrants into the organization. Furthermore, these novice professionals may also 
process the knowledge that they have acquired in more unusual and at times innovative ways, 
different from how the more seasoned professionals in the organization would. Hence, their 
unique perspectives and interpretation of the knowledge provided by others may contribute to the 
cumulative, shared and updated knowledge base of the law firm or hospital as a whole. Decision-
makers would then be able to further improve the performance of their organization through 
knowledge investments and by enhancing their employees’ access to internally-held expertise. 
Providing newcomers with effective and appropriate socialization and knowledge sharing 
processes also helps the organization retain valued professionals, enhance their performance, and 
accelerate their professional development. This is especially vital in knowledge-intensive 
professions such as the legal profession where lawyers are privy to sensitive and confidential 
information regarding their clients and the way the law firm operates. Hence, some dissatisfied 
professionals who have not been integrated successfully into the organization, or feel that their 
progress and professional development is being hindered in their present organization, may join 
rival organizations. In doing so they may bring with them knowledge of the internal practices, 
trade secrets and client information. In the competitive legal and medical profession, the loss of 
employees may also lead to a loss of valuable clients and patients who follow the lawyer or 
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doctor to their new organization out of loyalty and familiarity. Law firms and hospitals would 
then lose their competitive advantage. 
 In professional careers such as the legal and medical profession where doctors and 
lawyers are occasionally called upon to make life-or-death decisions involving their patients and 
clients under their charge, mastery of their professional tasks, and clarity of the important role 
they play take on added significance. An inept, belligerent doctor, for instance, would not be able 
to provide quality professional treatment and care to his or her patients and this, in some extreme 
instances, could result in loss of life. This study may also help uncover the underlying reasons 
for early turnover, doctor and lawyer dissatisfaction and the growing trend of young 
professionals leaving to pursue other careers. This may be a result of improper socialization or a 
lack of proper understanding of their profession and how to perform their professional duties. 
Hence, the findings of this study may provide decision makers with a better understanding of the 
content and structure of an effective professional socialization program. This would help prevent 
a “brain drain” of talent.  
 
5.7.4 Dealing with Resentment and Conflicts Between New Doctors and Hospital Staff 
During the course of interviewing practicing doctors to obtain feedback on my self-
developed measures, an interesting adjustment issue surfaced. A handful of the doctors raised 
coordination problems and resentment issues that they were facing in working with nurses and 
other hospital staff. The new doctors perceive that some nurses and hospital staff tend to exhibit 
resentment towards their authority over them as they feel that they are more senior and more 
knowledgeable of how things should work compared to the “fresh” medical graduates. They cite 
examples such as ignoring their requests, delaying tasks which the new doctors have instructed 
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them to perform, behaving in an antagonistic manner, and in general not taking the new doctors 
seriously and affording them the respect that they feel their position warrants. According to the 
doctors, this leads to work delays, raised voices, frayed tempers, as well as a growing sense of 
helplessness and unhappiness from not just the doctors but also for the nurses themselves as they 
may be unfairly reprimanded by an annoyed new doctor. 
However, some caution is warranted with regards to these views as they are only from the 
perspective of the doctors who are the sample of interest in this study, and feedback and 
responses from nurses and hospital staff were not obtained. In order to have a clearer picture of 
the situation, feedback from other hospital staff would allow for more objective conclusions to 
be drawn. Hence, while this may seem doctor-centric, my aim in doing so was to uncover how 
new doctors perceived their new work environment and whether they had encountered any 
adjustment issues, and not to judge or criticize the hospital staff. These inputs from the new 
doctors represent anecdotal experiences which may not fully portray the actual interpersonal 
relations between new doctors and hospital staff. 
Nonetheless, if it is found that these perceived conflicts indeed represent the working 
reality in hospitals, then this issue should warrant further attention. If left unaddressed, deep-
seated feelings between new doctors and staff could boil over and lead to negative consequences 
for all parties involved such as a lack of cooperation, unnecessary delays, tension, arguments, 
reduced morale and burnout due to a stressful working environment. Hence, although not 
examined directly in this present study, such interpersonal problems and poor working 
relationships being faced by new professionals at the onset of starting their professional career 
may be a cause of some concern owing to the potentially serious consequences. Thus, hospital 
administrators and decision makers should be made aware of these problems being faced on the 
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ground and take the necessary steps to develop more positive working relationships between all 
members of the hospital. 
This could be achieved by providing avenues for nurses and new doctors to air their 
grievances about working with each other during staff meetings or specially arranged forums or 
retreats. Through such non-judgmental and open exchanges, coming to an amicable win-win 
situation for both parties would be made easier as both would be better able to understand the 
other’s point of view, instead of pointing the finger of blame at each other. Hence, both the new 
doctors and nurses would be more aware of how they should treat and work with each other, and 
avoid misunderstandings and antagonistic relationships that would affect their important duty of 
caring and treating their patients. 
When organizational decision makers and managers take the abovementioned 
recommendations into consideration and implement them in the workplace, this would aid in the 
development of proficient, well-adjusted, confident and competent individuals who befit the role 
of a professional. 
 
 
5.8 THEORETICAL IMPLICATIONS 
5.8.1 Dimensions of Organizational and Professional Knowledge 
 
The factor analysis performed on these measures and the neat dimensions the items 
loaded under represent significant contributions to knowledge research as they demonstrate the 
key domains of knowledge that newcomers acquire during socialization. In doing so, these 
categories and the labels I attached to them would allow greater generalizability of the measures 
to other professions such as business, accountancy, and engineering, and not restrict the 
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applicability of these measures solely to the medical and legal profession. By adapting the 
measures I have developed to suit the relevant profession being studied and by paying attention 
to the general knowledge dimensions that arose through factor analysis, the knowledge that 
newcomers in other professions acquire during their socialization and its role in their successful 
integration into the profession can be greater understood. To the best of my knowledge and after 
extensive literature reviews, this study represents the first study that has conceptually and 
empirically teased apart these diverse knowledge dimensions, and examined their influence on 
newcomer socialization. 
Based on the results of my factor analysis, both organizational and professional 
knowledge seem to consist of four main factors which aid in successful professional socialization 
of newcomers. For organizational knowledge, it comprises knowledge of the history, values and 
traditions; knowledge of organizational processes; knowledge of norms of communication and 
cooperation; and lastly knowledge of people and politics. As for professional knowledge, the 
four distinct dimensions that are present are knowledge of professional objectivity; knowledge of 
professional ethics and conduct; task-related knowledge; and knowledge of the professional 
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5.8.2 Mediating Role of Knowledge 
 
Yet another theoretical contribution of this study is that the important role of the 
knowledge domains as a mediator between individual and organizational influences, and 
socialization and knowledge transfer outcomes is strongly supported. Traditionally, researchers 
in the area of socialization and newcomer adjustment have mostly examined the relationship 
between organizational socialization tactics and the resulting adjustment outcomes (Van Maanen 
& Schein, 1979; Jones, 1986), with some investigating the intervening role of personality 
characteristics as a moderating variable (Black & Ashford, 1994; Kammeyer-Mueller & 
Wanberg, 2003). Past researchers also categorized organizational knowledge as another outcome 
of the socialization process (Chao et al, 1994; Thomas & Anderson, 1998), instead of viewing it 
as an intermediate variable that influences subsequent adjustment outcomes. More recently, 
researchers have begun moving towards the direction of the influencing role of information and 
knowledge on socialization (Thomas & Anderson, 2002, 2005; Wanberg & Kammeyer-Mueller, 
2003). Hence the findings of my study add to this research direction and make a significant 
contribution by incorporating the professional knowledge dimension and clearly distinguishing it 
from previous conceptualizations of organizational knowledge. Furthermore, the importance of 
organizational and professional knowledge was examined across different professions and in an 
Asian cultural context, thus advancing research into these under-explored contexts. 
Hence, the significant mediating role of organizational and professional knowledge in 
rendering the direct relationship between the independent and dependent variables no longer 
significant when the knowledge domains are introduced, highlights the importance of the 
contents of the socialization process, namely the knowledge that is being conveyed to the 
newcomers. It is this very knowledge which is contained in the socialization processes 
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organizations use and in the daily exchanges and interactions with mentors and peers that enable 
the novice professionals to better understand their roles, perform their tasks, and interpret their 
professional identities. Positive socialization outcomes are not solely due to the processes and 
people in the organization, rather it also involves the knowledge the newcomers have acquired 
from these sources, internalized and put into practice in adjusting to their new organization and 
profession. 
 
5.8.3 Development of Knowledge Scales 
Another major theoretical contribution of this study to the research stream of 
socialization as well as knowledge transfer is that I have attempted to develop and validate a 
comprehensive measure of organizational and professional knowledge. There has been a lack of 
empirical research into this important area of newcomer socialization and proper quantitative 
measures to assess such knowledge have largely been non-existent to my knowledge. Hence the 
factor analyses performed to extract the key dimensions of the knowledge domains, and the 
subsequent application of the developed measures on a sample of new doctors and lawyers 
resulting in high reliability of the measures should contribute to a greater sense of confidence in 
the robustness of the measures I have developed. Thus my research would help advance our 
knowledge in this area and lay the foundation for the construction of a robust, reliable measure 
that is capable of testing this unobservable phenomenon of knowledge transfer and is 
generalizable across professions.   
Through the items, the key areas of organizational and professional knowledge that new 
doctors and lawyers need to acquire would also become more salient. Such measures, while open 
to further revisions and additions, would also serve as a useful knowledge checklist for 
practitioners where they can assess the knowledge that is conveyed to newcomers through their 
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existing programs and experienced organizational members along these criteria, to ensure that 
the key areas of knowledge which novice professionals need when starting off their career are 
provided to them. 
 
5.9 LIMITATIONS 
A limitation of this study lies in the fact that the majority of the respondents (61.45%) who 
completed the three waves of surveys are female. Hence, gender differences in terms of 
personality characteristics and experiences at the workplace may bias the reported data and 
results in some way. However, this issue was unavoidable in the case of this study owing to 
problems in getting access to a larger sample of respondents and the low response rate for the 
first wave of surveys. Future research into this area should strive for a more uniform number of 
male and female professionals so as to ensure that the findings are not artifacts of differences 
between male and female professionals.  
The small final sample size and low response rate of 27% after the first wave may also 
somewhat reduce confidence that the study results and findings accurately portray the population 
of new doctors and lawyers. However, the high response rate for both Wave 2 (68.6 percent) and 
Wave 3 (87.37 percent) demonstrated that the respondents who did complete all three waves 
were dedicated and committed respondents who were likely to have found the study interesting 
and deserving of their continuing support over the eight months. This active involvement 
provides greater confidence in the reliability, sincerity, and quality of their survey responses, 
which to a certain extent, compensates for the lack of quantity in terms of sample size. 
Nonetheless, the results and findings of this study still need to be viewed with a certain degree of 
caution as the attrition rate after the first wave of surveys were distributed was high, where 121 
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individuals responded out of an initial pool of 448 new professionals. Thus, I am unable to 
determine the demographics that characterize this large group of non-respondents. Neither am I 
able to uncover the reasons that discouraged them from responding to the survey, despite 
reminders being sent to them. Hence, the representativeness of the sample of non-respondents 
compared to those who did respond, and to the population of new doctors and lawyers in general, 
cannot be accurately determined.  
A related limitation is that the supported findings, insignificant relationships and 
unexpected discoveries may not be generalizable to other professions, as I chose to focus on 
arguably two of the most highly regarded and knowledge-intensive groups of professionals, 
doctors and lawyers. Hence, the relationships found in this study may be profession-specific 
artifacts and similar investigations involving other professions are warranted in future. This can 
be achieved through further replication and adaptation of the scales developed and research 
model on different populations of new professionals. Furthermore, the applicability of the results 
to doctors and lawyers also needs to be viewed with some caution as the final sample of 
respondents is small, especially for the new doctors, and may not be truly reflective of the larger 
pool of new medical and legal professionals. 
Another limitation inherent in this study is that the professional knowledge items are self-
developed items that are being used for the first time in an empirical study and have not been 
validated yet and replicated by other researchers. Hence, the results and findings of this study 
should be viewed cautiously, as with all pioneering attempts and previously unexplored research 
directions. These items should be replicated with one profession at a time. By focusing on a 
specific profession and testing the validity of the measures in capturing the professional 
phenomenon, this would provide us with confidence in the accuracy of the measures. 
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Subsequently, the measures can again be tested on another profession to determine their 
applicability and validity in that sample as well. Gradually, this would enable researchers to 
determine how well these items are generalizable across other professions and help in making 
further refinements to the measures. The same applies to the self-developed items used to capture 
organizational knowledge and professional orientation in this study. Furthermore, Nunnally 
(1978) also suggested that, for new measures, internal consistency does support content validity 
where scales having high Cronbach alphas suggest that the measure is internally consistent and 
has content validity (Bryant, 2005). In this study, the self-developed knowledge and 
professional-level measures had alphas above the 0.80 level. Hence, these measures show a great 
deal of promise but need to be further replicated and validated in future studies. 
Another potential limitation of this study is that mentors in general tend to be distant 
from their apprentices, often two levels above them in the organization. Hence they may not be 
able to engage in close contact with the novices under them. They are likely to hold high levels 
of responsibility in the organization, such as senior residents and law firm partners, and are often 
busy. Thus, they may be unable to spend sufficient time with their apprentice. However, this 
limitation may be reduced as mentoring in the medical and legal profession is emphasized and 
incorporated as a key socialization method for integrating all newcomers into the profession and 
there is a closer working relationship between the mentor and newcomer compared to other 
professions. Another limitation regarding mentoring is it may be empirically and conceptually 
difficult to tease apart supervisor mentoring, which is the variable of interest in this study, and 
supervisor support as the distinction between the guidance and feedback a supervisor gives in his 
supervisory role compared to that in his mentoring role is not very apparent. Hence, there may be 
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some uncertainty as to whether formal supervisor mentoring or supervisor support drove the 
relationship with professional knowledge.  
As this study relied on self-reported measures, there is a potential for common method 
variance where respondents may fill up the questionnaires based on recall as they may remember 
the responses they filled in for previous questions. However, the use of a longitudinal design 
where respondents receive each wave after four months have elapsed would make answering 
based on recollection less likely and reduce the extent of common method bias (Ashforth et al, 
1996). Self-reported data is also commonly used in professional socialization research 
(Morzinski, 2005). Furthermore, Spector (2006) recently stated his view that common method 
variance is more of an “urban legend” and its popular position as a convenient excuse for 
discrepancies in results should be abandoned. He recommends considering the specific 
measurement biases that are a product of the interplay of constructs and methods through which 
they are assessed, rather than just pushing the blame to common method variance. This is 
because biases are endemic to our field of research, and is not just a problem of survey and field 
research as even controlled lab experiments suffer from experimenter expectancies and demand 
characteristics (Spector, 2006). 
Social desirability, as already touched upon earlier, is another potential limitation where 
respondents may be apprehensive about answering questions honestly as they have just joined 
the organization and are fearful that their superiors may have access to their responses. Apart 
from the lack of consistent influence of social desirability on the study variables and the inherent 
altruistic nature of the two professions as described earlier, assurances were also repeatedly 
given to respondents throughout the questionnaire and at the start of each section regarding the 
confidentiality of their responses and how the level of confidentiality in this study is similar to 
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that found in doctor-patient and lawyer-client relationships. Hence, it was hoped that this would 
relieve their apprehension and deter any potential biased responses. A social desirability scale 
was also included to control for the effect of socially-desirable responding. As stated by Spector 
(2006), statistical control for certain variables can be used to rule out any plausible biases. 
Lastly, the data collection method of mailing the questionnaires to respondents and 
posting the survey online may pose potential problems as they may encounter doubts while 
answering certain questions and require clarification. It was hoped that including my contact 
number and email address in the cover letter of the questionnaire and in the online survey would 
have reduced the effect of this limitation as I encouraged the respondents to contact me without 
hesitation should they have any queries or suggestions.  
 
5.10 SUGGESTIONS FOR FUTURE RESEARCH  
The area of professional socialization and the important role of knowledge is a relatively 
new field of study in socialization research, both within and outside the context of the American 
society where most socialization research is based on. Although this study did provide interesting 
insights into the professional socialization and knowledge acquisition process of new doctors and 
lawyers in Singapore, there are other potentially rich research areas that can be explored in the 
future. 
Firstly, an area that warrants future research is other potential antecedents and socializing 
agents available to novice professionals that may also influence the amount of knowledge they 
acquire and their subsequent professional integration. These include voluntary professional 
associations such as the Singapore Medical Association and the Law Society of Singapore to 
which all new professionals become a member of automatically upon graduation. These 
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associations may act as intermediary socialization agents as they provide opportunities for social 
interaction for individual improvement, social well-being, professional advancement, and 
stimulates learning for the sake of learning (Merriam & Caffarella, 1991). Such associations also 
help foster socialization into the organization, transmit knowledge and cultural understanding, 
provide legitimization of credentials and protect their technical knowledge base (Jarvis, 1987). 
Rusaw (1995) highlighted three central roles of professional associations, namely as providers of 
updated and extended professional knowledge, builders of normative frameworks for enacting 
knowledge in practice and as a change catalyst through the use of conferences, workshops, 
seminars, and informal learning through mentorship, networks, and committee participation. 
Hence, professional associations may also serve as a potential source of knowledge that new 
professionals can turn to.  
Future studies could also look at the subsequent effects of proximal and individual-level 
socialization and knowledge outcomes used in this study on more distal socialization outcomes 
such as job satisfaction, organizational commitment, professional commitment, turnover 
intention, and job performance of the newcomers. As described in Kammeyer-Mueller and 
Wanberg’s (2003) socialization model, proximal outcomes such as role clarity and task mastery 
may lead to more distal outcomes such as organizational commitment. This represents a potential 
fourth stage in my three-stage professional socialization model.  
Such outcomes may be more salient and relevant for managers and decision makers who 
are more concerned with “bottom line” indicators, the return on investment, and how the 
professional socialization and knowledge acquisition process may affect their organization 
directly. For these outcomes, a longer-term longitudinal study spanning one to two years is 
needed so as to enable the new professionals’ distal feelings and views towards their 
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organization and profession in general to develop. Hence, they would be able to make more 
accurate assessments about where they see themselves in the organization and where their future 
lies. 
As mentioned above with regards to my pioneering attempts in developing a valid 
organizational and professional knowledge scale, future research should be conducted using 
these scales so as to test their validity and applicability on other professions. While the high 
reliabilities and significant relationships involving these knowledge variables indicate that these 
measures have acceptable psychometric properties, additional replication needs to be done. This 
can be performed firstly with new professionals in a particular field, and subsequently using a 
larger, more diverse sample of professionals across different fields. This would help in the 
refinement and development of a suitable and widely-accepted indicator of organizational and 
professional knowledge. 
As this study examined new doctors and lawyers collectively as a group, future research 
can extend this study by obtaining a larger sample of these new professionals, and investigating 
each profession individually. The findings for each sample can then be compared to see if there 
are any unique differences between the two professions in terms of which socialization method is 
more effective in transferring knowledge, which form of knowledge is of greater importance, and 
whether there are differences in the adjustment outcomes for novice doctors compared to 
lawyers. 
While this study investigated the influence of mentoring and peer interactions, 
researchers can also examine potential obstacles in such relationships that may hinder successful 
socialization and knowledge acquisition. This could involve a general dislike towards fellow 
peers, interpersonal conflicts with coworkers, a lack of acceptance into the workgroup, a 
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competitive work environment where members withhold knowledge and information for their 
own benefit, abuse of newcomers due to their lower status, lack of support, and ineffective 
mentor-protégé pairings. These represent highly possible negative situations that newcomers 
may be faced with when they make the uncertain and anxiety-filled transition from the 
“comforts” of medical and law school, to the cold reality of the professional workplace where 
senior members of the profession may not readily accept them as full-fledged members of the 
profession. The role of negative work relationships takes on added significance as mentioned 
earlier regarding the workplace tensions between new doctors and nurses. Hence, future research 
should consider measuring and including the potential moderating effect of such relationships in 
the workplace as this may significantly influence how much knowledge the newcomer is 
exposed to, how effective are the organizational influences used, and whether negative 
adjustment outcomes and knowledge deficiencies result from such unsupportive and disruptive 
work conditions. In order to deal with such problems, newcomers may in turn also need to 
acquire additional knowledge and coping strategies. Thus the nature of work relationships may 
not only influence the amount of knowledge newcomers acquire, but the type of knowledge they 
require to fit in as well. Hence, future studies should control for the quality of the relationship 
between newcomers and mentors and peers, or include it as a study variable in the research 
model. 
The potential influence of “trust” in a mentor’s or peer’s decision to share knowledge and 
privileged information with newcomers should also be investigated, as newcomers who have 
earned the trust of their coworkers and mentors are likely to receive more valuable and 
constructive knowledge from them (Feldman, 1976; Hart & Miller, 2005). However, as this 
present study investigates the newcomer’s experiences during the first few months in the 
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organization, and trust takes time to develop between organizational members, perhaps a 
longitudinal study spanning a larger time frame would be more suited for testing the influence of 
the level of trust between the newcomer and the relevant others who hold the knowledge s/he 
requires. A related issue is the role of friendship ties that may develop between newcomers and 
peers, or even mentors, which also deserves further investigation. When compared to formal 
mentoring arrangements or task-related peer interaction, the more casual and informal nature of 
peer friendship may provide newcomers with even more diverse and useful forms of knowledge. 
According to Morrison (1993) and Reichers (1987), friends share knowledge and information 
that can facilitate task accomplishment. As these relationships are naturally occurring and 
develop from a genuine mutual bond between individuals, peers and mentors who have forged a 
friendship with newcomers may be more open to sharing “hidden” knowledge about the 
workplace and profession. Friends also provide emotional support and help create a sense of 
identity (Zorn & Gregory, 2005). Thus, the newcomer’s perception of their peers and mentors as 
“friends” or the degree of friendship between the two parties should also be examined in future. 
Another area that warrants further attention is the effect of the different dimensions of 
organizational and professional knowledge on the professional socialization outcomes. While 
this study hypothesized and assessed the influence of organizational and professional knowledge 
as individual constructs, future studies can make use of the eight unique knowledge dimensions I 
obtained through factor analysis and test their respective effects on the adjustment outcomes. 
This may shed more light on the relative influence of one dimension compared to others on a 
particular outcome. For instance, within the organizational knowledge construct, knowledge of 
norms of communication may have a greater effect on workgroup integration compared to 
knowledge of the history and values, another organizational knowledge dimension. As for the 
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professional knowledge dimensions, knowing about one’s professional image may not contribute 
as much to task mastery as possessing task-related knowledge. 
A related point is that researchers can also examine the degree of perceived helpfulness 
and usefulness of the different knowledge items, as viewed by the newcomers themselves, in 
helping them understand their organization and the profession better, and in enabling them to 
achieve their desired socialization outcomes. While this study employed items that were 
validated by experts in the field and subsequently used in assessing the knowledge domains, 
incorporating the perceptions of the newcomers themselves with regards to the usefulness of 
each of these forms of knowledge to them as novice professionals, may provide new insights in 
understanding the influence and importance of the different dimensions of knowledge to new 
professionals. The distinct dimensions derived from my factor analyses can serve as the 
measures that the newcomers can assess and rate in terms of their relative salience and 
usefulness to their successful adjustment and work performance. For instance, newcomers may 
find task-related knowledge to be more useful compared to knowledge of the professional ethics 
in helping transform themselves into doctors or lawyers.  
Furthermore, as it was found that professional knowledge seems to be more significant 
compared to organizational knowledge in terms of the knowledge acquired by newcomers, this 
phenomenon should be further investigated across other professions. This would enable us to 
determine if professional knowledge is indeed more sought after by newcomers and is more 
frequently conveyed to them by organizational insiders. 
Lastly, a longitudinal study conducted over a few years may be better able to assess the 
extent to which organizational and professional knowledge have been internalized and inculcated 
by the novice doctor and lawyer, and whether this deeper understanding and wealth of 
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knowledge acquired over the years has a significant influence on their long-term performance 
outcomes and career success. By having a longer research time frame, the amount of knowledge 
acquired and the level of proximal and distal outcomes at different time intervals can also be 
assessed and compared in order to determine if there are any significant changes and 
fluctuations, thus allowing a more in-depth investigation of the professional socialization 
phenomenon and more effective recommendations to be made. 
 
 To conclude, this study has delved into a relatively unexamined yet highly important 
aspect of newcomer socialization, namely the knowledge that is transferred to newcomers during 
the socialization process. It demonstrates that organizational influences as well as the 
dispositional attributes of the newcomers do have a significant influence on the amount of 
organizational and professional knowledge s/he acquires. In turn, the knowledge dimensions do 
affect the newcomer’s subsequent professional socialization outcomes. In particular, this study 
focused on the socialization experiences of newcomers entering two highly professional and 
complex careers, namely the medical and legal profession. Such professions have been neglected 
in past socialization research in favour of business graduates, nurses, and medical students. 
Hence, this study sheds light on the socialization process and newcomer learning that takes place 
in these two knowledge-intensive professions. This study also makes a significant and pioneering 
contribution by empirically investigating the professional socialization process and developing 
quantitative measures to assess the different knowledge domains that newcomers acquire, and 
establishing the mediating role of knowledge as the “missing link” in socializing new 
professionals.   
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Most importantly, this study provides evidence of the key role that organizational and 
professional knowledge plays in helping novice professionals deal with the harrowing and 
difficult transition from academia into the professional workplace. Without sufficient knowledge 
and proper socialization, novice professionals may feel that they are “out of their depth” and are 
unable to cope with the demands of being a doctor and lawyer. The consequences of inept, 
uncertain, and unprepared doctors and lawyers can be severe not only for the hospital and law 
firm they work in, but also for the patients and clients they are charged with looking after. By 
providing these novice professionals with sufficient knowledge and sources to provide them with 
such knowledge, and by taking into consideration their different dispositional attributes while 
doing so, they would be better able to integrate themselves into their organization and work role, 
perform their tasks in a professional manner so as to meet the needs of their patients and clients, 
realize the important responsibility that society has placed on them, and understand what it truly 
means to be a professional. Ultimately, these knowledge-sharing and socialization efforts would 
help shape and transform these newcomers into full-fledged members who are worthy to don the 
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Study on Professionalization and Knowledge: Part 1 
 
I am writing to invite your participation in a study of professional socialization. My name is Rao 
Kowtha, and I am with the Business School at the National University of Singapore. As a recent 
graduate of a prestigious medical institution, your participation in this study is extremely valuable. 
 
The research aims to examine how newcomers to professions acquire the necessary knowledge and 
become part of the professional community. The attendant socialization experience affects the new 
professional’s assimilation into the profession and the organization, and in the long run, affects job 
satisfaction, productivity and commitment. Thus, your cooperation with this survey can make a 
valuable contribution to a better understanding of the professionalization process. 
 
As you can see, you are a unique individual who fits the foregoing description. Your participation in 
this survey will contribute greatly to the research. We sincerely hope that you will actively take part in 
this research.  
 
The survey is in three parts. The attached questionnaire is the first part. Two more questionnaires will 
follow over the next few months. All questionnaires will be short. I realize that you are going to be 
very busy. I keep that in view while designing the questionnaire to make it a valid but short one. 
 
The information you provide will be held strictly confidential and it will not be used for any 
other purpose besides this particular study. I hereby formally undertake personal responsibility 
for maintaining the confidentiality of your individual identity and responses. At the end of the 
study, I will be more than happy to share the aggregate results and their implications with you. All 
participants will get a copy of the aggregate results (without individual identities) once the study is 
completed by 2006. 
I have enclosed Part 1 of the survey questionnaire. Please read the instructions for each section 
carefully and answer all questions frankly. There are no right, wrong or expected answers to these 
questions. I hope to understand your preferences and opinions as you begin your work life. The next 
two questionnaires will focus on your work experiences and the knowledge you acquired while 




Survey Questionnaire Part 1 With Cover Letter (Doctors)  Appendix A 
 
Please use the envelope provided to mail your completed questionnaire back to me as soon as possible. 
In a few months, I will be sending you Part 2 of the questionnaire. For this reason, I require your name 
and a permanent address where the survey will reliably reach you.  
 
If you have any questions, please feel free to e-mail me at kowtha@nus.edu.sg or my research 
assistant, Stewart Tan, at g0305939@nus.edu.sg. Please do not hesitate. You can also call me at (65) 
6874-3049 or Stewart at (65) 6764-5901. We will be more than happy to address any concerns, and we 
welcome your suggestions. Once again, thank you very much for helping me with this survey. I highly 







_______________       _______________ 
N. Rao Kowtha       Stewart Tan 
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In this questionnaire, we would like to find out your attitudes towards learning and acquiring new 
knowledge while performing your new job as a doctor upon graduation. The questionnaire comprises 5 
sections that are to be completed in full. Sections A to D are to be answered using a 5-point scale 
ranging from Strongly Disagree (1) to Strongly Agree (5). Some examples of how the survey should 
be filled up are as follows: 
Example 1: 
1. In general, I think that I am a fast learner. 
 
1 2 3 4 
 
 
For instance, if you view yourself as being a very fast learner, you should circle (5) as shown above. 
This would allow us to understand how you perceive yourself. In my case, I feel that I am a somewhat 
fast learner. Hence I would choose option (3). 
Example 2: 
2. I experience anxiety when performing a new task. 
 
 2 3 4 5 
 
If you do not feel any nervousness at all when you encounter a new task, then you should circle (1) as 
shown above. In my case, I probably would choose (3). 
Some of the questions here relate directly to your work, and others to you as a person in general.  As 
each individual is unique and possesses his or her own characteristics, the purpose of this questionnaire 
is to understand individual differences and the impact of context while working in a new setting. 
Although some items may seem similar or repetitive, they are necessary to gauge different facets of the 
individual. These measures represent unique constructs and are needed to ensure the psychometric 
validity of the responses.  
All the responses you provide will be kept strictly confidential and will be used solely for the purpose 
of this study. We assure you that the level of confidentiality upheld in this study is the same as that of 
the doctor-patient relationship. Your identity and individual responses will not be disclosed to anyone. 
Hence, we would greatly appreciate that you answer each question as frankly as possible. Please 










Survey Questionnaire Part 1 With Cover Letter (Doctors)  Appendix A 
                                                                                    
SECTION A 
Instructions 
 As a new doctor, you will have to learn new tasks and knowledge that the job entails. This section inquires 
about your disposition towards learning while performing your job. We would like you to try to recollect your 
effort levels and how you responded to learning new tasks related to your role as a doctor.    
Remember that all your answers are confidential.  As before, there are no correct or expected answers. Each 
person responds differently to these situations, and there is no one correct way. Please answer frankly. 
Please respond to the following statements by indicating the extent to which you agree or disagree with them. 
Circle the most appropriate number using the scale below.  
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
1. The opportunity to learn new things is important to me.  1   2 3 4 5 
2. I try to learn as much as I can when learning a new task or area, 
even if it is very difficult. 1 2 3 4 5 
3. When I'm learning a new task / area and I can't understand 
something I get so frustrated that I stop trying to learn. 1 2 3 4 5 
4. I prefer to work on tasks / areas that allow me to learn new 
things.   1   2 3 4 5 
5. I prefer to work on tasks / areas that allow me to practice my 
existing skills rather than learn new ones.  1 2 3 4 5 
6. I am usually motivated to learn the skills emphasized in a new 
task or case. 1 2 3 4 5 
7. I am willing to exert considerable effort in learning something 
new so as to improve my skills. 1 2 3 4 5 
8. I am willing to invest a lot of time and effort to learn completely 
new skills while on the job, if that is what it takes to have a job 
with great pay and prospects. 
1 2 3 4 5 
9. I am willing to invest a lot of time and effort to improve my 
current skills and competencies just for the sake of learning, 
regardless of career prospects.  
1 2 3 4 5 
10. I am willing to forego (give up) my personal time, if that is what 
it takes to learn all the practical / analytical skills and be among 
the best in my peer group.  
1 2 3 4 5 
11. I am willing to forego my personal time, if that is what it takes to 
learn all the job-related social skills and be among the best in 
my peer group. 
1 2 3 4 5 
12. Generally, I am keen to take up any learning opportunity offered 
to me, even if it is not directly related to my immediate 
responsibilities or job.  
1   2 3 4 5 
                                                        Please Go to Section B 
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SECTION B 
Instructions 
Before starting your new job upon graduation, you would have some prior knowledge about the medical 
profession in general and the hospital, its people and the work involved. This section inquires about your level 
of knowledge regarding your new job and the profession. Please try to recollect your early expectations.  
 
If you have NOT received a job offer yet, please respond only to items 1 to 4. If you have already been offered 
a job position, please respond to ALL of the following items. 
 
Remember that all your answers are confidential.  As before, there are no correct or expected answers. Each 
person responds differently to these situations, and there is no one correct way. Please answer frankly. 
Please respond to the following statements by indicating the extent to which you agree or disagree with them. 
Circle the most appropriate number using the scale below.  
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
1. While at medical school, I have learnt how people work in this 
profession and how things work in this profession.  1 2 3 4 5 
2. While at medical school, I have been exposed to senior, active 
professionals who shared with us insights about the profession’s 
structure and culture.  
1 2 3 4 5 
3. While at medical school, I gained practical knowledge of the 
profession through internship (or short-term apprenticeship). 1 2 3 4 5 
4. At this point, I believe I have a good idea of the professional 
demands and conditions. 1 2 3 4 5 
5. I had a clear understanding of what this job entailed before I joined 
the hospital.  1 2 3 4 5 
6.   I knew what the good points and bad points of the hospital were when 
I joined as a new doctor. 1 2 3 4 5 
7.   I did not know what to expect when I came to work for this hospital. 1 2 3 4 5 
8. I had a clear idea of what I have to do while on the job. 1 2 3 4 5 
9. I had good information on who my supervisor(s) (mentors) will be at 
this hospital, before I joined.  1 2 3 4 5 
10. I had good information on what to expect from my supervisor(s) 
(mentors) and co-workers in general.  1 2 3 4 5 
11. I had a good idea of how I am expected to behave, and the duties and 
working hours in general.  1 2 3 4 5 
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SECTION C 
                                                              Instructions 
This section inquires about the nature of your relationship with others at work and in your personal life. We 
would like to know how you think about your relationships with colleagues at work, friends and acquaintances. 
 
Remember that all your answers are confidential.  As before, there are no correct answers. Each person 
responds differently to these situations, and there is no one correct way. Please answer frankly. 
 
Please respond to the following statements by indicating the extent to which you agree or disagree with them. 
Circle the most appropriate number using the scale below.  
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 





































1. My close relationships are an important reflection of who I am. 1 2 3 4 5 
2. When I feel very close to someone, I feel that that person is an 
important part of who I am. 1 2 3 4 5 
3. I usually feel a strong sense of pride when someone close to me has 
an important accomplishment. 1 2 3 4 5 
4. I think some of the most important parts of who I am can be 
captured by looking at my close friends and understanding who 
they are. 
1 2 3 4 5 
5. When I think of myself, I often think of my close friends or family 
also. 1 2 3 4 5 
6. If a person hurts someone close to me, I feel personally hurt as well. 1 2 3 4 5 
7. In general, my close relationships are an important part of my self-
image. 1 2 3 4 5 
8. Overall, my close relationships have very little to do with how I feel 
about myself. 1 2 3 4 5 
9. My close relationships are unimportant to my sense of what kind of 
person I am. 1 2 3 4 5 
10. My sense of pride comes from knowing who I have as close friends. 1 2 3 4 5 
11. When I establish a close friendship with someone, I usually develop 
a strong sense of identification with that person. 1 2 3 4 5 
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   SECTION D 
Instructions 
The items in this section consist of statements concerning your personal attitude and preferences.  
Remember that all your answers are confidential.  There are no correct or expected answers as we 
understand that each person is unique. Please answer frankly.  
Please respond to the following statements by indicating the extent to which you agree or disagree with them. 
Circle the most appropriate number using the scale below.  
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
1. I never hesitate to go out of my way to help someone in 
trouble. 1 2 3 4 5 
2. I have never intensely disliked anyone. 
 
1 2 3 4 5 
3. There have been times when I was quite jealous of the good 
fortune of others. 1 2 3 4 5 
4. I would never think of letting someone else be punished for my 
wrong doings. 1 2 3 4 5 
5. I sometimes feel resentful when I don’t get my way. 
 
1 2 3 4 5 
6. There have been times when I felt like rebelling against people 
in authority even though I knew they were right. 1 2 3 4 5 
7. I am always courteous, even to people who are disagreeable. 
 
1 2 3 4 5 
8. When I don’t know something I don’t at all mind admitting it. 
 
1 2 3 4 5 
9. I can remember “playing sick” to get out of something. 
 
1 2 3 4 5 
10. I am sometimes irritated by people who ask favors of me. 
 
1 2 3 4 5 
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SECTION E 
 
The questions in this section ask about your background.  We need this information for statistical analysis in 
order for the study to be useful.  The information you provide will only be used in aggregate form and will not 
be referred to specifically in the results and final report. Please write in the spaces provided or circle the 
appropriate answer where necessary.  
Please do provide us with your name and contact details so that we can follow up. All the information you 
give us will be held strictly confidential. 
 
1.   Name: _______________________________________________________________ 
2.   Specialization: ________________________________ 
3.   Age: ________________________________ 
4.   Gender: Male /   Female (Please circle) 
5.   Nationality: ________________________________ 
6.  Organization name: ________________________________ 
   7.  Where would you place yourself in terms of undergraduate performance with respect to    your class?  
         a. Top 5%      b. Top 25%    c. Top 50%     d. Top 75%     e. Other      (Please circle) 
    
   8.  Do you have any family members or close friends who are doctors? 
         a.  Yes 
         b. No        (Please circle) 
   9. Mailing address (We will be much obliged if you can provide us with a permanent       address where you 




 10. Would you be willing to do the future questionnaires on-line? Please indicate your      preference:   
a. Yes. I have reliable internet access. Please send me the website URL in the future. 
b. No. I prefer a paper questionnaire.            (Please circle) 
    
   11. Your Email Address:                                  _________________________________ 
 
THE QUESTIONNAIRE IS COMPLETED. PLEASE RETURN IT IN THE SELF-ADDRESSED 
ENVELOPE. 
THANK YOU VERY MUCH FOR YOUR COOPERATION  







N. Rao Kowtha 
          Associate Professor 
         Management & Organization 
         Telephone: (65) 68743049 
         Fax: (65) 67755571 




Study on Professionalization and Knowledge: Part 1 
 
I am writing to invite your participation in a study of professional socialization. My name is Rao 
Kowtha, and I am with the National University of Singapore Business School. As a recent graduate of 
a prestigious legal institution, your participation in this study is extremely valuable.  
 
My research aims to examine how newcomers to professions acquire the necessary knowledge and 
become part of the professional community. The attendant socialization experience affects the new 
professional’s assimilation into the profession and the organization, and in the long run, affects job 
satisfaction, productivity and commitment. Thus, as a new lawyer, your cooperation with this survey 
can make a valuable contribution to a better understanding of the professionalization process. 
 
As you can see, you are a unique individual who fits the foregoing description. Your participation in 
this survey will contribute greatly to the research. We sincerely hope that you will actively take part in 
this research.  
 
The survey is in three parts. This is the first part aimed at measuring individual differences. Two more 
questionnaires will follow over the next few months. All questionnaires will be short. I realize that you 
are going to be very busy. I keep that in view while designing the questionnaire to make it a valid but 
short one. 
 
The information you provide will be held strictly confidential and it will not be used for any 
other purpose besides this particular study. I hereby formally undertake personal responsibility 
for maintaining the confidentiality of your individual identity and responses. At the end of the 
study, I will be more than happy to share the aggregate results and their implications with you. All 
participants will get a copy of the aggregate results (without individual identities) once the study is 
completed by 2006. 
I have enclosed Part 1 of the survey questionnaire. Please read the instructions for each section 
carefully and answer all questions frankly. There are no right, wrong or expected answers to these 
questions. I hope to understand your preferences and opinions as you begin your work life. The next 
two questionnaires will focus on your work experiences and the knowledge you acquired while 
working in the law firm/ organization. 




Please use the envelope provided to mail your completed questionnaire back to me as soon as possible. 
In a few months, I will be sending you Part 2 of the questionnaire. For this reason, I require your name 
and a permanent address where the survey will reliably reach you.  
 
If you have any questions, please feel free to e-mail me at kowtha@nus.edu.sg or my research 
assistant, Stewart Tan, at g0305939@nus.edu.sg. Please do not hesitate. You can also call me at (65) 
6874-3049 or Stewart at (65) 6764-5901. We will be more than happy to address any concerns, and we 
welcome your suggestions. Once again, thank you very much for helping me with this survey. I highly 







_______________       _______________ 
N. Rao Kowtha       Stewart Tan 
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In this questionnaire, we would like to find out your attitudes towards learning and acquiring new 
knowledge while performing your new job as a lawyer upon graduation. The questionnaire comprises 
5 sections that are to be completed in full. Sections A to D are to be answered using a 5-point scale 
ranging from Strongly Disagree (1) to Strongly Agree (5). Some examples of how the survey should 
be filled up are as follows: 
Example 1: 
1.     In general, I think that I am a fast learner. 
 
1 2 3 4 
 
 
For instance, if you view yourself as being a very fast learner, you should circle (5) as shown above. 
This would allow us to understand how you perceive yourself. In my case, I feel that I am a somewhat 
fast learner. Hence I would choose option (3). 
Example 2: 
2.     I experience anxiety when performing a new task. 
 
 2 3 4 5 
 
If you do not feel any nervousness at all when you encounter a new task, then you should circle (1) as 
shown above. In my case, I probably would choose (3). 
Some of the questions here relate directly to your work, and others to you as a person in general.  As 
each individual is unique and possesses his or her own characteristics, the purpose of this questionnaire 
is to understand individual differences and the impact of context while working in a new setting. 
Although some items may seem similar or repetitive, they are necessary to gauge different facets of the 
individual. These measures represent unique constructs and are needed to ensure the psychometric 
validity of the responses.  
All the responses you provide will be kept strictly confidential and will be used solely for the purpose 
of this study. We assure you that the level of confidentiality upheld in this study is the same as that of 
the lawyer-client relationship. Your identity and individual responses will not be disclosed to anyone. 
Hence, we would greatly appreciate that you answer each question as frankly as possible. Please 
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SECTION A 
Instructions 
As a new lawyer, you will have to learn new tasks and knowledge that the profession entails. This section 
inquires about your disposition towards learning while performing your job. We would like you to indicate your 
effort levels and how you respond to learning new tasks related to your role as a lawyer.    
Remember that all your answers are confidential.  As before, there are no correct or expected answers. Each 
person responds differently to these situations, and there is no one correct way. Please answer frankly. 
Please respond to the following statements by indicating the extent to which you agree or disagree with them. 
Circle the most appropriate number using the scale below.  
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
Please Go to Section B 
 
1.    The opportunity to learn new things is important to me.  1   2 3 4 5 
2.  I try to learn as much as I can when learning a new task or area, 
even if it is very difficult. 1 2 3 4 5 
3. When I'm learning a new task / area and I can't understand 
something I get so frustrated that I stop trying to learn. 1 2 3 4 5 
4. I prefer to work on tasks / areas that allow me to learn new things.   1   2 3 4 5 
5. I prefer to work on tasks / areas that allow me to practice my 
existing skills rather than learn new ones.  1 2 3 4 5 
6. I am usually motivated to learn the skills emphasized in a new task 
or case. 
1 2 3 4 5 
7. I am willing to exert considerable effort in learning something new 
so as to improve my skills. 1 2 3 4 5 
8. I am willing to invest a lot of time and effort to learn completely 
new skills while on the job, if that is what it takes to have a job 
with great pay and prospects. 
1 2 3 4 5 
9. I am willing to invest a lot of time and effort to improve my current 
skills and competencies just for the sake of learning, regardless of 
career prospects.  
1 2 3 4 5 
10. I am willing to forego (give up) my personal time, if that is what it 
takes to learn all the practical / analytical skills and be among the 
best in my peer group.  
1 2 3 4 5 
11. I am willing to forego my personal time, if that is what it takes to 
learn all the job-related social skills and be among the best in my 
peer group. 
1 2 3 4 5 
12. Generally, I am keen to take up any learning opportunity offered to 
me, even if it is not directly related to my immediate 
responsibilities or job.  
1   2 3 4 5 
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SECTION B 
Instructions 
Before starting your new job upon graduation, you would have some prior knowledge about the legal profession 
in general and the law firm, its people and the work involved. This section inquires about your level of 
knowledge regarding your new job and the profession. Please try to recollect your early expectations.  
If you have NOT received a job offer yet, please respond only to items 1 to 4. If you have already been offered 
a job position, please respond to ALL of the following items. 
 
Remember that all your answers are confidential.  As before, there are no correct or expected answers. Each 
person responds differently to these situations, and there is no one correct way. Please answer frankly. 
Please respond to the following statements by indicating the extent to which you agree or disagree with them. 
Circle the most appropriate number using the scale below.  
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
1.  While at law school, I have learnt how people work in this  profession 
and how things work in this profession.  1 2 3 4 5 
2.  While at law school, I have been exposed to senior, active 
professionals who shared with us insights about the profession’s 
structure and culture.  
1 2 3 4 5 
3. While at law school, I gained practical knowledge of the profession 
through internship (or short-term apprenticeship). 1 2 3 4 5 
4. At this point, I believe I have a good idea of the professional 
demands and conditions. 1 2 3 4 5 
5. I had a clear understanding of what this job involved before I joined 
the law firm.  1 2 3 4 5 
6. I knew what the good points and bad points of this law firm were 
when I joined as a new lawyer. 1 2 3 4 5 
7. I did not know what to expect when I came to work for this law firm. 1 2 3 4 5 
8. I had a clear idea of what I have to do while on the job.  1 2 3 4 5 
9. I had good information on who my supervisor(s) (mentors) will be at 
this firm, before I joined.  1 2 3 4 5 
10. I had good information on what to expect from my supervisor(s) 
(mentors) and co-workers in general.  1 2 3 4 5 
11. I had a good idea of how I am expected to behave, and the duties and 
working hours in general.  1 2 3 4 5 
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SECTION C 
Instructions 
This section inquires about the nature of your relationship with others at work and in your personal life. We 
would like to know how you think about your relationships with colleagues at work, friends and acquaintances. 
 
Remember that all your answers are confidential.  As before, there are no correct or expected answers. Each 
person responds differently to these situations, and there is no one correct way. Please answer frankly. 
Please respond to the following statements by indicating the extent to which you agree or disagree with them. 
Circle the most appropriate number using the scale below.  
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 










1. My close relationships are an important reflection of who I am. 1 2 3 4 5 
2. When I feel very close to someone, I feel that that person is an 
important part of who I am. 1 2 3 4 5 
3. I usually feel a strong sense of pride when someone close to me has an 
important accomplishment. 1 2 3 4 5 
4. I think some of the most important parts of who I am can be captured 
by looking at my close friends and understanding who they are. 1 2 3 4 5 
5. When I think of myself, I often think of my close friends or family 
also. 1 2 3 4 5 
6. If a person hurts someone close to me, I feel personally hurt as well. 1 2 3 4 5 
7. In general, my close relationships are an important part of my self-
image. 1 2 3 4 5 
8. Overall, my close relationships have very little to do with how I feel 
about myself. 1 2 3 4 5 
9. My close relationships are unimportant to my sense of what kind of 
person I am. 1 2 3 4 5 
10. My sense of pride comes from knowing who I have as close friends. 
1 2 3 4 5 
11. When I establish a close friendship with someone, I usually develop a 
strong sense of identification with that person. 1 2 3 4 5 
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SECTION D 
Instructions 
The items in this section consist of statements concerning your personal attitude and preferences.  
 
Remember that all your answers are confidential.  As before, there are no correct or expected answers. Each 
person responds differently to these situations, and there is no one correct way. Please answer frankly. 
Please respond to the following statements by indicating the extent to which you agree or disagree with them. 
Circle the most appropriate number using the scale below.  
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
1. I never hesitate to go out of my way to help someone in 
trouble. 1 2 3 4 5 
2. I have never intensely disliked anyone. 
 
1 2 3 4 5 
3. There have been times when I was quite jealous of the good 
fortune of others. 1 2 3 4 5 
4. I would never think of letting someone else be punished for my 
wrong doings. 1 2 3 4 5 
5. I sometimes feel resentful when I don’t get my way. 
 
1 2 3 4 5 
6. There have been times when I felt like rebelling against people 
in authority even though I knew they were right. 1 2 3 4 5 
7. I am always courteous, even to people who are disagreeable. 
 
1 2 3 4 5 
8. When I don’t know something I don’t at all mind admitting it. 
 
1 2 3 4 5 
9. I can remember “playing sick” to get out of something. 
 
1 2 3 4 5 
10. I am sometimes irritated by people who ask favors of me. 
 
1 2 3 4 5 
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SECTION E 
 
The questions in this section ask about your background.  We need this information for statistical 
analysis in order for the study to be useful.  The information you provide will only be used in 
aggregate form and will not be referred to specifically in the results and final report. Please write in the 
spaces provided or circle the appropriate answer where necessary.  
Please do provide us with your name and contact details so that we can follow up. All the 
information you give us will be held strictly confidential. 
 
1.   Name: _______________________________________________________________ 
2.   Specialization: ________________________________ 
3.   Age: ________________________________ 
4.   Gender: Male /   Female (Please circle) 
5.   Nationality: ________________________________ 
6.  Organization name: ________________________________ 
   7.  Where would you place yourself in terms of undergraduate performance with respect to    your 
class?  
       a. Top 5%      b. Top 25%    c. Top 50%     d. Top 75%     e. Other      (Please circle) 
    
   8.  Do you have any family members or close friends who are lawyers? 
       a.  Yes 
       b.  No        (Please circle) 
   9. Mailing address (We will be much obliged if you can provide us with a permanent       address 




 10. Would you be willing to do the future questionnaires on-line? Please indicate your       preference:   
c. Yes. I have reliable internet access. Please send me the website URL in the future. 
d.  No. I prefer a paper questionnaire.     (Please circle)   
      
  11. Your Email Address:                                  _________________________________ 
 
THE QUESTIONNAIRE IS COMPLETED. PLEASE RETURN IT IN THE SELF-
ADDRESSED ENVELOPE. 
THANK YOU VERY MUCH FOR YOUR COOPERATION   






                      
 
N. Rao Kowtha 
          Associate Professor 
         Management & Organization 
         Telephone: (65) 68743049 
         Fax: (65) 67755571 




Study on Professionalization and Knowledge: Part 2 
 
You might recall participating in a survey from us a few months ago. Thank you for your continuing 
participation in this study. As stated in the first survey issued to you a few months ago, this study 
would comprise 3 parts. This is the second part of the study. This survey will take only a few minutes 
of your time. 
 
In this second part of our study, we would like to find out your experiences during the first few months 
in your new medical career and how you are integrated into the hospital and profession. The survey 
inquires about your knowledge of your hospital, work, and the medical profession in general after 
having undergone a few months of work so far.  
 
The survey comprises four (4) short sections that are to be completed in full and will only take a few 
minutes of your time. For all four sections, you are required to respond to the statements by indicating 
the extent to which you agree or disagree with them. Please circle the most appropriate response on a 
5-point scale ranging from Strongly Disagree to Strongly Agree.  
 
As mentioned in the previous survey, the information you provide will only be used in aggregate form 
and will not be referred to specifically in the results and final report. Your responses will be kept 
strictly confidential and will be used solely for the purpose of this study. We shall appreciate your 
complete and frank responses. We formally undertake to hold all information given by you in the 
strictest confidence, not to use it for any other purpose other than this academic study, not to share this 
information with anyone else and not to divulge your identity or any other details.  
Please read the instructions for each section carefully and answer all questions frankly. There are no 
right, wrong or expected answers to these questions. I hope to understand your views, feelings and 
opinions as you go through your new job. 
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Please use the envelope provided to mail your completed questionnaire back to my research assistant, 
Stewart Tan, as soon as possible.  If you have any questions, please feel free to e-mail me at 
kowtha@nus.edu.sg or Stewart at g0305939@nus.edu.sg. Please do not hesitate. You can also call 
me at (65) 6874-3049 or Stewart at (65) 6764-5901. You will be receiving the third and final survey in 
a few months time. Thank you again for your kind assistance, and we look forward to your continuing 











_______________        
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During your first few months in the hospital, you are likely to work with a senior doctor who might 
help you learn the ropes of the profession and hospital. In effect, this person is also a mentor. The 
items in this section inquire about the help provided by your mentor and the actions performed by 
him/her. 
 
Remember that all your answers are confidential.  There are no correct or expected answers as we 
understand that each person is unique. Please answer frankly.  
 
Please respond to the following statements by indicating the extent to which you agree or disagree with 
them. Circle the most appropriate number using the scale below. 
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
1. My mentor helps me develop my technical skills. 
 
1 2 3 4 5 
2. My mentor gives me assignments that present opportunities to 
learn new knowledge and skills. 1 2 3 4 5 
3.  My mentor gives me assignments and tasks that prepare me for 
an advanced position. 1 2 3 4 5 
4. My mentor helps me finish tasks or meet deadlines that would 
otherwise have been difficult to complete.  1 2 3 4 5 
5.  My mentor increases my contact with people likely to influence 
my future advancement. 1 2 3 4 5 
6.  My mentor gives me tasks which enhance my skills as a doctor. 1 2 3 4 5 
7.  My mentor positively encourages me in my preparation for 
career advancement. 1 2 3 4 5 
8. My mentor tells me about new developments in my field and 
encourages me to keep up with them. 1 2 3 4 5 
9. My mentor encourages me to take part in events inside and 
outside my immediate work (eg. Conferences, seminars etc). 1 2 3 4 5 
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1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
10. My mentor supports me and backs me up when I am in a 
difficult situation. 1 2 3 4 5 
11. My mentor coaches me on the important details and smart ways 
of performing my tasks which I have not learnt during my 
formal education. 
1 2 3 4 5 
12. My mentor gives me recognition and credit when I apply new 
knowledge and skills to my work. 1 2 3 4 5 
13. My mentor matches my need for personal and professional 
development by providing me with opportunities to attend 
training. 
1 2 3 4 5 
14. My mentor does not encourage me to think independently and 
innovatively. 1 2 3 4 5 
15. My mentor openly expresses support for my continuous 
learning. 1 2 3 4 5 
 




During your first few months, you might interact with many coworkers (peers) from all parts of your 
hospital regarding work matters. The items in this section inquire about the nature of your interaction 
with peers and the help provided by them. 
 
Remember that all your answers are confidential.  There are no correct or expected answers as we 
understand that each person is unique. Please answer frankly.  
Please respond to the following statements by indicating the extent to which you agree or disagree with 
them. Circle the most appropriate number using the scale below. 
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
1. My peers provide me with reliable information about ways to 
improve my job performance. 1 2 3 4 5 
2. My peers share with me new information that can be used to 
increase my job performance. 1 2 3 4 5 
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1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
3.  My peers constantly suggest to me new approaches to solving 
problems based on their own experiences. 1 2 3 4 5 
4.  My peers are willing to listen to new ideas I may have. 1 2 3 4 5 
5.  My peers encourage me to use new knowledge and skills on-
the-job. 1 2 3 4 5 
 




While working as a new doctor, you will encounter and be provided with certain types of knowledge 
pertaining to your hospital in general and how things work around the workplace. The items in this 
section inquire about the nature and type of organizational knowledge you have acquired over the past 
few months. 
 
Remember that all your answers are confidential.  There are no correct or expected answers as we 
understand that each person is unique. Please answer frankly.  
The statements below refer to your learning over the past few months. Please respond to the following 
statements by indicating the extent to which you agree or disagree with them. Circle the most 
appropriate number using the scale below. An example is provided for your reference. 
 
Example: 
The statement is “In the past few months, I have learnt a lot about the history of the hospital.” 
If you think you have learnt a vast amount of the required knowledge about the hospital’s history, then 
circle 5. 
If you think you learnt a few things but still have to learn a lot about its history, please circle 3.  
If you think you have not learnt anything at all or you do not understand anything at all about the 
history, then circle 1.  
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
1.  I now know who are the most influential people in this hospital. 1 2 3 4 
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1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
3.  I have learnt a lot about how things “really work” on the inside 
of this hospital. 1 2 3 4 5 
4. I am still not familiar with the customs in this hospital. 
 
1 2 3 4 5 
5. I have a good understanding of the motives behind the actions of 
other people in this hospital. 1 2 3 4 5 
6. When it comes to getting my work done, I now can identify who 
the most important people are in this hospital. 1 2 3 4 5 
7. In treating patients, I have learnt how to coordinate with the other 
relevant departments in this hospital. 1 2 3 4 5 
8. I have learnt a lot about resolving coordination problems between 
my department and other departments in this hospital. 1 2 3 4 5 
9. I have learnt a lot about developing good interpersonal and 
working relationships with doctors and hospital staff from other 
departments. 
1 2 3 4 5 
10. I have learnt a lot about the language (slang or jargon specific to 
your workgroup and organization) of this hospital, and I am 
comfortable with it. 
1 2 3 4 5 
11. At this point, I am able to give a good description of the history 
and background of my workgroup and hospital. 1 2 3 4 5 
12. I understand very well the hospital’s goals and values. 
 
1 2 3 4 5 
13. I have learnt a lot about dealing and interacting with demanding 
and difficult professional colleagues and superiors.  1 2 3 4 5 
14.  I have learnt a lot about how to acquire and use the tools and 
resources needed to perform my job (eg. records, supplies, 
documents, medical equipment). 
1 2 3 4 5 
15. I have learnt how to work together with other hospital staff in 
my department (eg. Nurses, technicians, ward boys) in achieving 
our similar goal of providing good patient-care. 
1 2 3 4 5 
16. I now understand the importance of input and advice given to 
me by hospital staff in my department (eg. Nurses, technicians, 
ward boys, custodians). 
1 2 3 4 5 
17. I have learnt a lot about dealing with nurses or senior hospital 
staff who feel resentment towards my authority as a new doctor 
in a constructive manner. 
1 2 3 4 5 
18. I have learnt a lot about resolving work conflicts that may arise 
between hospital staff (eg. Between nurses and their fellow 
nurses). 
1 2 3 4 5 
 
Please Go to Section D 
 
 





As a new doctor, you learn about the profession and what it means to be a doctor while working for the 
hospital and through interactions with senior doctors and colleagues. The items in this section inquire 
about the nature of the professional knowledge you have acquired over the past few months. 
 
Remember that all your answers are confidential.  There are no correct or expected answers as we 
understand that each person is unique. Please answer frankly.  
The statements below refer to your learning over the past few months. Please respond to the following 
statements by indicating the extent to which you agree or disagree with them. Circle the most 
appropriate number using the scale below. An example is provided for your reference. 
 
Example:  
The statement  is “In the past few months, I have learnt a lot about dealing with patients.” 
If you think you have learnt a vast amount of the required knowledge or processes, then circle 5. 
If you think you learnt a few things but still have to learn a lot, please circle 3.  
If you think you have not learnt anything at all or you do not understand anything at all about patients, 
then circle 1.  
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
1. I understand very well the code of ethics espoused by my 
profession. 1 2 3 4 5 
2. I have become well aware of patient expectations and the need to 
provide them with professional service. 1 2 3 4 5 
3. I have learnt a lot on how to put my theory-based medical 
knowledge into practice when performing my daily work duties. 1 2 3 4 5 
4. I have learnt a lot on how to act independently and use my 
professional judgment in making decisions at the workplace. 1 2 3 4 5 
5.  I have learnt a lot on how to exhibit a proper bedside manner 
when treating and interacting with patients. 1 2 3 4 5 
6. I have learnt a lot on how to diagnose patient illnesses when 
faced with complex symptoms. 1 2 3 4 5 
7. I now appreciate why it is important for me to convey a 
confident professional image. 1 2 3 4 5 
8. As a professional, I now understand the need to have broader, 
more open-minded views of issues. 1 2 3 4 5 
9. In the past few months I have learnt quite a bit of the 
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1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
10. I now understand how I should carry myself as a professional. 
 
1 2 3 4 5 
11. I now understand very well the need to uphold doctor-patient 
confidentiality 1 2 3 4 5 
12. I have learnt to treat medical problems in a neutral, objective, 
and scientifically justifiable way. 1 2 3 4 5 
13. I have learnt how to overcome the embarrassment of invading a 
patient’s privacy with potentially embarrassing questions. 1 2 3 4 5 
14. I have learnt how to overcome the dislike for causing patients 
pain by performing painful procedures. 1 2 3 4 5 
15. I have learnt how to take medical history and perform intimate 
physical examinations. 1 2 3 4 5 
16. I have learnt how to deal with making life-and-death decisions. 
 
1 2 3 4 5 
17. I have learnt how to develop a certain amount of detachment, 
so as not to become emotionally-involved in patients’ problems. 1 2 3 4 5 
18. At this point, I do not always know how to manage long-term 
interpersonal relationships with my patients. 1 2 3 4 5 
19. I have learnt to deal with problematic patients (eg. Those who 
seek unnecessary consultations, make complaints, refuse 
medical examinations). 
1 2 3 4 5 
20. I now understand the need to operate within the law and 




THE QUESTIONNAIRE IS COMPLETED. PLEASE RETURN IT IN THE SELF-
ADDRESSED ENVELOPE. 
THANK YOU VERY MUCH FOR YOUR PARTICIPATION. 







                     
 
N. Rao Kowtha 
          Associate Professor 
         Management & Organization 
         Telephone: (65) 68743049 
         Fax: (65) 67755571 




Study on Professionalization and Knowledge: Part 2 
 
You might recall participating in a survey from us a few months ago. Thank you for your continuing 
participation in this study. As stated in the first survey issued to you a few months ago, this study 
would comprise 3 parts. This is the second part of the study. This survey will take only a few minutes 
of your time. 
 
In this second part of our study, we would like to find out your experiences during the first few months 
in your new legal career and how you are integrated into the law firm and profession. The survey 
inquires about your knowledge of your law firm, work, and the legal profession in general after having 
undergone a few months of work so far.  
 
The survey comprises four (4) short sections that are to be completed in full and will only take a few 
minutes of your time. For all four sections, you are required to respond to the statements by indicating 
the extent to which you agree or disagree with them. Please circle the most appropriate response on a 
5-point scale ranging from Strongly Disagree to Strongly Agree.  
 
 
As mentioned in the previous survey, the information you provide will only be used in aggregate form 
and will not be referred to specifically in the results and final report. Your responses will be kept 
strictly confidential and will be used solely for the purpose of this study. We shall appreciate your 
complete and frank responses. We formally undertake to hold all information given by you in the 
strictest confidence, not to use it for any other purpose other than this academic study, not to share this 
information with anyone else and not to divulge your identity or any other details.  
 
 
Please read the instructions for each section carefully and answer all questions frankly. There are no 
right, wrong or expected answers to these questions. I hope to understand your views, feelings and 
opinions as you go through your new job. 




                    
 
Please use the envelope provided to mail your completed questionnaire back to my research assistant, 
Stewart Tan, as soon as possible.  If you have any questions, please feel free to e-mail me at 
kowtha@nus.edu.sg or Stewart at g0305939@nus.edu.sg. Please do not hesitate. You can also call 
me at (65) 6874-3049 or Stewart at (65) 6764-5901. You will be receiving the third and final survey in 
a few months time. Thank you again for your kind assistance, and we look forward to your continuing 










_______________        
N. Rao Kowtha        
Associate Professor        










During your first few months in the law firm, you are likely to work with a senior lawyer who might 
help you learn the ropes of the profession and law firm. In effect, this person is also a mentor. The 
items in this section inquire about the help provided by your mentor and the actions performed by 
him/her.  
 
Remember that all your answers are confidential.  There are no correct or expected answers as we 
understand that each person is unique. Please answer frankly.  
 
Please respond to the following statements by indicating the extent to which you agree or disagree with 
them. Circle the most appropriate number using the scale below. 
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
1. My mentor helps me develop my legal skills. 
 
1 2 3 4 5 
2. My mentor gives me assignments that present opportunities to 
learn new knowledge and skills. 1 2 3 4 5 
3.  My mentor gives me assignments and tasks that prepare me for 
an advanced position. 1 2 3 4 5 
4. My mentor helps me finish tasks or meet deadlines that would 
otherwise have been difficult to complete.  1 2 3 4 5 
5.  My mentor increases my contact with people likely to influence 
my future advancement. 1 2 3 4 5 
6.  My mentor gives me tasks which enhance my skills as a lawyer. 1 2 3 4 5 
7.  My mentor positively encourages me in my preparation for 
career advancement. 1 2 3 4 5 
8. My mentor tells me about new developments in my field and 
encourages me to keep up with them. 1 2 3 4 5 
9. My mentor encourages me to take part in events inside and 
outside my immediate work (eg. Conferences, seminars etc). 1 2 3 4 5 
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1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
10. My mentor supports me and backs me up when I am in a 
difficult situation. 1 2 3 4 5 
11. My mentor coaches me on the important details and smart ways 
of performing my tasks which I have not learnt during my 
formal education. 
1 2 3 4 5 
12. My mentor gives me recognition and credit when I apply new 
knowledge and skills to my work. 1 2 3 4 5 
13. My mentor matches my need for personal and professional 
development by providing me with opportunities to attend 
training. 
1 2 3 4 5 
14. My mentor does not encourage me to think independently and 
innovatively. 1 2 3 4 5 
15. My mentor openly expresses support for my continuous 
learning. 1 2 3 4 5 





During your first few months, you might interact with many coworkers (peers) from all parts of your 
law firm regarding work matters. The items in this section inquire about the nature of your interaction 
with peers and the help provided by them. 
 
Remember that all your answers are confidential.  There are no correct or expected answers as we 
understand that each person is unique. Please answer frankly.  
Please respond to the following statements by indicating the extent to which you agree or disagree with 
them. Circle the most appropriate number using the scale below. 
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
1. My peers provide me with reliable information about ways to 
improve my job performance. 1 2 3 4 5 
2. My peers share with me new information that can be used to 
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1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
 
3.  My peers constantly suggest to me new approaches to solving 
problems based on their own experiences. 1 2 3 4 5 
4.  My peers are willing to listen to new ideas I may have. 1 2 3 4 5 
5.  My peers encourage me to use new knowledge and skills on-the-
job. 1 2 3 4 5 
           





During your first few months, you might interact with many coworkers (peers) from all parts of your 
law firm regarding work matters. The items in this section inquire about the nature of your interaction 
with peers and the help provided by them. 
 
Remember that all your answers are confidential.  There are no correct or expected answers as we 
understand that each person is unique. Please answer frankly.  
Please respond to the following statements by indicating the extent to which you agree or disagree with 
them. Circle the most appropriate number using the scale below. 
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
 
1.  I now know who are the most influential people in this law firm. 
 
1 2 3 4 5 
2.  I am now very familiar with this law firm’s long-held traditions. 
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1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
3.  I have learnt a lot about how things “really work” on the inside 
of this law firm. 1 2 3 4 5 
4. I am still not familiar with the customs in this law firm. 
 
1 2 3 4 5 
5. I have a good understanding of the motives behind the actions of 
other people in this law firm. 1 2 3 4 5 
6.  When it comes to getting my work done, I now can identify who 
the most important people are in this law firm. 1 2 3 4 5 
7. In handling clients, I have learnt how to coordinate with the other 
relevant departments in this law firm. 1 2 3 4 5 
8. I have learnt a lot about resolving coordination problems between 
my department and other departments in this law firm. 1 2 3 4 5 
9. I have learnt a lot about developing good interpersonal and 
working relationships with lawyers and staff from other 
departments in this law firm. 
1 2 3 4 5 
10. I have learnt a lot about the language (slang or jargon specific to 
your workgroup and organization) of this law firm, and I am 
comfortable with it. 
1 2 3 4 5 
11. At this point, I am able to give a good description of the history 
and background of my workgroup and law firm. 1 2 3 4 5 
12. I understand very well the law firm’s goals and values. 
 
1 2 3 4 5 
13. I have learnt a lot about dealing and interacting with demanding 
and difficult professional colleagues and superiors.  1 2 3 4 5 
14.  I have learnt a lot about how to use the resources needed to 
perform my job (eg. records, supplies, documents, case files, 
computers). 
1 2 3 4 5 
15. I have learnt how to work together with other law firm staff in 
my department (eg. law clerks, administrative staff) in 
achieving our similar goal of providing good service to clients. 
1 2 3 4 5 
16. I now understand the importance of input and advice given to 
me by law firm staff in my department (eg. law clerks, 
administrative staff). 
1 2 3 4 5 
17. I have learnt a lot about dealing with senior secretaries and 
administrative staff who feel resentment towards my authority as 
a new lawyer in a constructive manner. 
1 2 3 4 5 
18. I have learnt a lot about resolving work conflicts that may arise 
between the law firm staff (eg. Between secretaries and their 
fellow secretaries). 
1 2 3 4 5 
 
Please Go to Section D 
 
 





As a new lawyer, you learn about the profession and what it means to be a lawyer while working for 
the law firm and through interactions with senior lawyers and colleagues. The items in this section 
inquire about the nature of the professional knowledge you have acquired over the past few months. 
 
Remember that all your answers are confidential.  There are no correct or expected answers as we 
understand that each person is unique. Please answer frankly.  
The statements below refer to your learning over the past few months. Please respond to the following 
statements by indicating the extent to which you agree or disagree with them. Circle the most 
appropriate number using the scale below. An example is provided for your reference. 
 
Example:  
The statement  is “In the past few months, I have learnt a lot about handling clients.” 
If you think you have learnt a vast amount of the required knowledge or processes, then circle 5. 
If you think you learnt a few things but still have to learn a lot, please circle 3.  
If you think you have not learnt anything at all or you do not understand anything at all about clients, 
then circle 1.  
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
1. I understand very well the code of ethics espoused by my 
profession. 1 2 3 4 5 
2. I have become well aware of client expectations and the need to 
provide them with professional service. 1 2 3 4 5 
3. I have learnt a lot on how to put my theory-based legal 
knowledge into practice when performing my daily work duties. 1 2 3 4 5 
4. I have learnt a lot on how to act independently and use my 
professional judgment in making decisions at the workplace. 1 2 3 4 5 
5.  I have learnt a lot about the proper conduct and etiquette in 
court towards court staff, clients, and witnesses. 1 2 3 4 5 
6. I have learnt a lot on how to develop a solid case when faced 
with complex and vague information. 1 2 3 4 5 
7. I now appreciate why it is important for me to convey a 
confident professional image. 1 2 3 4 5 
8. As a professional, I now understand the need to have broader, 
more open-minded views of issues. 1 2 3 4 5 
9. In the past few months I have learnt quite a bit of the 
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1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
10. I now understand how I should carry myself as a professional. 
 
1 2 3 4 5 
11. I now understand very well the need to uphold lawyer-client 
confidentiality. 1 2 3 4 5 
12. I have learnt to treat all sorts of legal cases and related 
interactions in a neutral, objective, and professionally-justifiable 
way. 
1 2 3 4 5 
13. I have learnt how to overcome the embarrassment of invading a 
client’s privacy with probing questions and inquiries. 1 2 3 4 5 
14. I have learnt to adjust to the fact that some necessary courtroom 
procedures might be painful to my clients, even if such 
procedures are done in their interest. 
1 2 3 4 5 
15. I have learnt how to take client accounts and perform thorough 
cross-examinations. 1 2 3 4 5 
16. I have learnt how to deal with making important decisions that 
could affect my clients.  1 2 3 4 5 
17. I have learnt how to develop a certain amount of detachment, 
so as not to become emotionally-involved in clients’ problems. 1 2 3 4 5 
18. At this point, I do not always know how to manage long-term 
interpersonal relationships with my clients. 1 2 3 4 5 
19. I have learnt to deal with problematic clients (eg. Those who 
make unreasonable demands, make complaints, behave in 
uncooperative manner). 
1 2 3 4 5 
20. I now understand the need to operate within the law and 





THE QUESTIONNAIRE IS COMPLETED. PLEASE RETURN IT IN THE SELF-
ADDRESSED ENVELOPE. 
THANK YOU VERY MUCH FOR YOUR PARTICIPATION. 









N. Rao Kowtha 
          Associate Professor 
         Management & Organization 
         Telephone: (65) 68743049 
         Fax: (65) 67755571 




Study on Professionalization and Knowledge: Part 3 
 
You might recall participating in a survey from us a few months ago. Thank you for your continuing 
participation in this study. As stated in the first survey issued to you a few months ago, this study 
would comprise 3 parts. This is the third and final part of the study. This final survey will take only a 
few minutes of your time. 
 
 
In this final part of our study, we would like to find out your feelings and attitudes towards your work, 
the hospital, and your profession in general after having undergone a few months of work so far. 
  
The survey comprises four (4) short sections that are to be completed in full and will only take a few 
minutes of your time. For all the sections, you are required to respond to the statements by indicating 
the extent to which you agree or disagree with them. Please circle the most appropriate response on a 
5-point scale ranging from Strongly Disagree to Strongly Agree.  
 
 
As mentioned in the previous surveys, the information you provide will only be used in aggregate form 
and will not be referred to specifically in the results and final report. Your responses will be kept 
strictly confidential and will be used solely for the purpose of this study. We shall appreciate your 
complete and frank responses. We formally undertake to hold all information given by you in the 
strictest confidence, not to use it for any other purpose other than this academic study, not to share this 
information with anyone else and not to divulge your identity or any other details.  
 
 
Please read the instructions for each section carefully and answer all questions frankly. There are no 
right, wrong or expected answers to these questions. I hope to understand your views, feelings and 
opinions as you go through your new job. 




Please use the envelope provided to mail your completed questionnaire back to my research assistant, 
Stewart Tan, as soon as possible.  If you have any questions, please feel free to e-mail me at 
kowtha@nus.edu.sg or Stewart at g0305939@nus.edu.sg. Please do not hesitate. You can also call 
me at (65) 6874-3049 or Stewart at (65) 6764-5901. You will be receiving a copy of the aggregate 
results (without individual identities) once the study is completed by early next year. Once again, on 
behalf of Stewart and myself, thank you very much for taking time out of your busy schedule to 










_______________        
N. Rao Kowtha        
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After having worked in this hospital for the past few months, you would have acquired a deeper 
understanding of your role and position in the hospital. The items in this section inquire about the 
extent to which you are familiar with your work role and how well you have learnt how things are 
done in the hospital. 
 
Remember that all your answers are confidential.  There are no correct or expected answers as we 
understand that each person is unique. Please answer frankly.  
Please respond to the following statements by indicating the extent to which you agree or disagree with 
them. Circle the most appropriate number using the scale below. 
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
1.  I feel certain about my duties and responsibilities. 
 
1 2 3 4 5 
2.  I know the goals and objectives for my job. 
 
1 2 3 4 5 
3.  I am uncertain how my work relates to the overall objectives of 
my department.  1 2 3 4 5 
4.  I know the expected results of my work. 
 
1 2 3 4 5 
5.  I feel certain about what aspects of my work will lead to 
positive evaluations.  1 2 3 4 5 
6.  I know how to divide my time among the tasks required of my 
job. 1 2 3 4 5 
7.  I do not know how to schedule my work day. 
 
1 2 3 4 5 
8. I feel certain about how to determine the appropriate procedures 
for each work task. 1 2 3 4 5 
9.  I feel certain the procedures I use to do my job are correct and 
proper. 1 2 3 4 5 
 










While working in the hospital during these past few months, you would have developed certain 
interpersonal relationships with your fellow colleagues. The items in this section inquire about the 
nature of your relationships with the members of your immediate workgroup. 
 
Remember that all your answers are confidential.  There are no correct or expected answers as we 
understand that each person is unique. Please answer frankly.  
 
Please respond to the following statements by indicating the extent to which you agree or disagree with 
them. Circle the most appropriate number using the scale below. 
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
1.  I feel comfortable around my colleagues.  
 
1 2 3 4 5 
2.  My colleagues seem to accept me as one of them. 
 
1 2 3 4 5 
3.  The members of my immediate workgroup are friendly. 
 
1 2 3 4 5 
4. The members of my immediate workgroup are helpful in getting 
my job done. 1 2 3 4 5 
5. The members of my immediate workgroup take a personal 
interest in me. 1 2 3 4 5 
6. I trust the members of my immediate workgroup. 
 
1 2 3 4 5 
7. I look forward to being with the members of my immediate 
workgroup each day. 1 2 3 4 5 
8.  With my coworkers, I would easily be identified as “one of the 
gang”. 1 2 3 4 5 
9.  I feel little attachment to my coworkers. 
 
1 2 3 4 5 
 
















After a few months working in the hospital, you would have learnt about your work tasks in greater 
detail and how to perform these tasks. The items in this section inquire about how well you have 
mastered these aspects of your job.  
 
Remember that all your answers are confidential.  There are no correct or expected answers as we 
understand that each person is unique. Please answer frankly.  
 
Please respond to the following statements by indicating the extent to which you agree or disagree with 
them. Circle the most appropriate number using the scale below. 
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
1. I am confident about the adequacy of my job skills and abilities. 
 
1 2 3 4 5 
2.  I feel competent conducting my job assignments. 
 
1 2 3 4 5 
3.  It seems to take me longer than planned to complete my job 
assignments. 1 2 3 4 5 
4.  I rarely make mistakes when conducting my job assignments. 
 
1 2 3 4 5 
5.  I am able to work well with others in the workplace in order to 
get things done. 1 2 3 4 5 
6.  I am able to perform my job in an efficient manner. 
 
1 2 3 4 5 
7.  I have mastered the required tasks of my job. 
 
1 2 3 4 5 
8.  I have not fully developed the appropriate skills and abilities to 
successfully perform my job.  1 2 3 4 5 
 



















As a new doctor, you now hold the position of a professional member of society. The items in this 
section inquire about your feelings towards the profession in general and your attitudes towards being 
a professional. 
 
Remember that all your answers are confidential.  There are no correct or expected answers as we 
understand that each person is unique. Please answer frankly.  
 
Please respond to the following statements by indicating the extent to which you agree or disagree with 
them. Circle the most appropriate number using the scale below. 
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
1. The ability to help others as a doctor is important to me. 
 
1 2 3 4 5 
2. As a professional, I am mindful of my behavior as I serve as a 
role model for others. 1 2 3 4 5 
3. Sometimes I find all the responsibilities of being a professional 
to be a hassle. 1 2 3 4 5 
4. Behaving and acting in a professional manner in all that I do is 
important to me. 1 2 3 4 5 
5. My professional identity makes up an integral part of who I am. 
 
1 2 3 4 5 
6. I ensure that I behave in an altruistic manner and am service-
oriented when performing my work. 1 2 3 4 5 
7. The autonomy to make decisions, solve problems, and perform 
my role as a professional is important to me. 1 2 3 4 5 
8. When someone criticizes my profession, it feels like a personal 
insult. 1 2 3 4 5 
9. I am very interested in what others think about my profession. 1 2 3 4 5 
10. When I talk about my profession, I usually say “we” rather than 
“they”. 1 2 3 4 5 
11. My profession’s successes are my successes. 
 
1 2 3 4 5 
12. If a story in the media criticized my profession, I would feel 




THE QUESTIONNAIRE IS COMPLETED. PLEASE RETURN IT IN THE SELF-
ADDRESSED ENVELOPE. 
THANK YOU VERY MUCH FOR YOUR PARTICIPATION IN THIS STUDY.







N. Rao Kowtha 
          Associate Professor 
         Management & Organization 
         Telephone: (65) 68743049 
         Fax: (65) 67755571 




Study on Professionalization and Knowledge: Part 3 
 
You might recall participating in a survey from us a few months ago. Thank you for your continuing 
participation in this study. As stated in the first survey issued to you a few months ago, this study 
would comprise 3 parts. This is the third and final part of the study. This final survey will take only a 
few minutes of your time. 
 
 
In this final part of our study, we would like to find out your feelings and attitudes towards your work, 
the law firm, and your profession in general after having undergone a few months of work so far.  
 
The survey comprises four (4) short sections that are to be completed in full and will only take a few 
minutes of your time. For all the sections, you are required to respond to the statements by indicating 
the extent to which you agree or disagree with them. Please circle the most appropriate response on a 
5-point scale ranging from Strongly Disagree to Strongly Agree.  
 
 
As mentioned in the previous surveys, the information you provide will only be used in aggregate form 
and will not be referred to specifically in the results and final report. Your responses will be kept 
strictly confidential and will be used solely for the purpose of this study. We shall appreciate your 
complete and frank responses. We formally undertake to hold all information given by you in the 
strictest confidence, not to use it for any other purpose other than this academic study, not to share this 
information with anyone else and not to divulge your identity or any other details.  
 
 
Please read the instructions for each section carefully and answer all questions frankly. There are no 
right, wrong or expected answers to these questions. I hope to understand your views, feelings and 
opinions as you go through your new job. 






Please use the envelope provided to mail your completed questionnaire back to my research assistant, 
Stewart Tan, as soon as possible.  If you have any questions, please feel free to e-mail me at 
kowtha@nus.edu.sg or Stewart at g0305939@nus.edu.sg. Please do not hesitate. You can also call 
me at (65) 6874-3049 or Stewart at (65) 6764-5901. You will be receiving a copy of the aggregate 
results (without individual identities) once the study is completed by early next year. Once again, on 
behalf of Stewart and myself, thank you very much for taking time out of your busy schedule to 










_______________        
N. Rao Kowtha        
Associate Professor   
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After having worked in this law firm for the past few months, you would have acquired a deeper 
understanding of your role and position in the law firm. The items in this section inquire about the 
extent to which you are familiar with your work role and how well you have learnt how things are 
done in the law firm. 
 
Remember that all your answers are confidential.  There are no correct or expected answers as we 
understand that each person is unique. Please answer frankly.  
 
Please respond to the following statements by indicating the extent to which you agree or disagree with 
them. Circle the most appropriate number using the scale below. 
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
1.  I feel certain about my duties and responsibilities. 
 
1 2 3 4 5 
2.  I know the goals and objectives for my job. 
 
1 2 3 4 5 
3.  I am uncertain how my work relates to the overall objectives of 
my department.  1 2 3 4 5 
4.  I know the expected results of my work. 
 
1 2 3 4 5 
5.  I feel certain about what aspects of my work will lead to 
positive evaluations.  1 2 3 4 5 
6.  I know how to divide my time among the tasks required of my 
job. 1 2 3 4 5 
7.  I do not know how to schedule my work day. 
 
1 2 3 4 5 
8. I feel certain about how to determine the appropriate procedures 
for each work task. 1 2 3 4 5 
9.  I feel certain the procedures I use to do my job are correct and 
proper. 1 2 3 4 5 
 
Please Go to Section B 
 
 





While working in the law firm during these past few months, you would have developed certain 
interpersonal relationships with your fellow colleagues. The items in this section inquire about the 
nature of your relationships with the members of your immediate workgroup. 
 
Remember that all your answers are confidential.  There are no correct or expected answers as we 
understand that each person is unique. Please answer frankly.  
 
Please respond to the following statements by indicating the extent to which you agree or disagree with 
them. Circle the most appropriate number using the scale below. 
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
1.  I feel comfortable around my colleagues.  
 
1 2 3 4 5 
2.  My colleagues seem to accept me as one of them. 
 
1 2 3 4 5 
3.  The members of my immediate workgroup are friendly. 
 
1 2 3 4 5 
4. The members of my immediate workgroup are helpful in getting 
my job done. 1 2 3 4 5 
5. The members of my immediate workgroup take a personal 
interest in me. 1 2 3 4 5 
6. I trust the members of my immediate workgroup. 
 
1 2 3 4 5 
7. I look forward to being with the members of my immediate 
workgroup each day. 1 2 3 4 5 
8.  With my coworkers, I would easily be identified as “one of the 
gang”. 1 2 3 4 5 
9.  I feel little attachment to my coworkers. 
 
1 2 3 4 5 
 
















After a few months working in the law firm, you would have learnt about your work tasks in greater 
detail and how to perform these tasks. The items in this section inquire about how well you have 
mastered these aspects of your job.  
 
Remember that all your answers are confidential.  There are no correct or expected answers as we 
understand that each person is unique. Please answer frankly.  
 
Please respond to the following statements by indicating the extent to which you agree or disagree with 
them. Circle the most appropriate number using the scale below. 
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
1.  I am confident about the adequacy of my job skills and abilities. 
 
1 2 3 4 5 
2.  I feel competent conducting my job assignments. 
 
1 2 3 4 5 
3.  It seems to take me longer than planned to complete my job 
assignments. 1 2 3 4 5 
4.  I rarely make mistakes when conducting my job assignments. 
 
1 2 3 4 5 
5.  I am able to work well with others in the workplace in order to 
get things done. 1 2 3 4 5 
6.  I am able to perform my job in an efficient manner. 
 
1 2 3 4 5 
7.  I have mastered the required tasks of my job. 
 
1 2 3 4 5 
8.  I have not fully developed the appropriate skills and abilities to 
successfully perform my job.  1 2 3 4 5 
 



















As a new lawyer, you now hold the position of a professional member of society. The items in this 
section inquire about your feelings towards the profession in general and your attitudes towards being 
a professional lawyer. 
 
Remember that all your answers are confidential.  There are no correct or expected answers as we 
understand that each person is unique. Please answer frankly.  
 
Please respond to the following statements by indicating the extent to which you agree or disagree with 
them. Circle the most appropriate number using the scale below. 
 
1 2 3 4 5 
Strongly  
Disagree 
Disagree Neither Agree Nor 
Disagree 
Agree Strongly Agree 
 
1. The ability to help others as a lawyer is important to me. 
 
1 2 3 4 5 
2. As a professional, I am mindful of my behavior as I serve as a 
role model for others. 1 2 3 4 5 
3. Sometimes I find all the responsibilities of being a professional 
to be a hassle. 1 2 3 4 5 
4. Behaving and acting in a professional manner in all that I do is 
important to me. 1 2 3 4 5 
5. My professional identity makes up an integral part of who I am. 1 2 3 4 5 
6. I ensure that I behave in an altruistic manner and am service-
oriented when performing my work. 1 2 3 4 5 
7. The autonomy to make decisions, solve problems, and perform 
my role as a professional is important to me. 1 2 3 4 5 
8. When someone criticizes my profession, it feels like a personal 
insult. 1 2 3 4 5 
9. I am very interested in what others think about my profession. 1 2 3 4 5 
10. When I talk about my profession, I usually say “we” rather than 
“they”. 1 2 3 4 5 
11. My profession’s successes are my successes. 
 
1 2 3 4 5 
12. If a story in the media criticized my profession, I would feel 




THE QUESTIONNAIRE IS COMPLETED. PLEASE RETURN IT IN THE SELF-
ADDRESSED ENVELOPE. 
THANK YOU VERY MUCH FOR YOUR PARTICIPATION IN THIS STUDY. 
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*Please note that, for the sake of brevity, the measures listed are from the lawyer questionnaires. The 
measures for the doctors are not listed here but are identical to these items, except for some minor 
wording changes so as to make them relevant to doctors and the medical profession. 
 
Learning Goal Orientation Scale 
Respondents were asked to indicate how much they agree or disagree with each statement. 
 
1.  The opportunity to learn new things is important to me. 
 
2.  I try to learn as much as I can when learning a new task or area, even if it is very difficult. 
 
3.  When I'm learning a new task / area and I can't understand something I get so frustrated 
that I stop trying to learn. 
 
4.  I prefer to work on tasks / areas that allow me to learn new things. 
 
5.  I prefer to work on tasks / areas that allow me to practice my existing skills rather than 
learn new ones.  
 
6.  I am usually motivated to learn the skills emphasized in a new task or case. 
 
7.  I am willing to exert considerable effort in learning something new so as to improve my 
skills. 
 
8.  I am willing to invest a lot of time and effort to learn completely new skills while on the 
job, if that is what it takes to have a job with great pay and prospects. 
 
9.  I am willing to invest a lot of time and effort to improve my current skills and 
competencies just for the sake of learning, regardless of career prospects.  
 
10.  I am willing to forego (give up) my personal time, if that is what it takes to learn all the 
practical / analytical skills and be among the best in my peer group.  
 
11.  I am willing to forego my personal time, if that is what it takes to learn all the job-
related social skills and be among the best in my peer group. 
 
12.  Generally, I am keen to take up any learning opportunity offered to me, even if it is not 
directly related to my immediate responsibilities or job.  
 
Pre-Entry Knowledge Scale 
Respondents were asked to indicate how much they agree or disagree with each statement. 
 
1.  While at law school, I have learnt how people work in this profession and how things work in 
this profession.  
 
2.  While at law school, I have been exposed to senior, active professionals who shared with us 
insights about the profession’s structure and culture.  
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3. While at law school, I gained practical knowledge of the profession through internship (or 
short-term apprenticeship). 
4. At this point, I believe I have a good idea of the professional demands and conditions. 
5. I had a clear understanding of what this job involved before I joined the law firm.  
6. I knew what the good points and bad points of this law firm were when I joined as a new 
lawyer. 
7. I did not know what to expect when I came to work for this law firm. 
8. I had a clear idea of what I have to do while on the job.  
9. I had good information on who my supervisor(s) (mentors) will be at this law firm, before I 
joined.  
10. I had good information on what to expect from my supervisor(s) (mentors) and co-workers 
in general.  
11. I had a good idea of how I am expected to behave, and the duties and working hours in 
general.  
 
Interdependent Self-Construal Scale 
Respondents were asked to indicate how much they agree or disagree with each statement. 
 
1.  My close relationships are an important reflection of who I am. 
 
2.  When I feel very close to someone, I feel that that person is an important part of who I am. 
 
3.  I usually feel a strong sense of pride when someone close to me has an important 
accomplishment. 
 
4.  I think some of the most important parts of who I am can be captured by looking at my close 
friends and understanding who they are. 
 
5.  When I think of myself, I often think of my close friends or family also. 
 
6.  If a person hurts someone close to me, I feel personally hurt as well. 
 
7.  In general, my close relationships are an important part of my self-image. 
 
8.  Overall, my close relationships have very little to do with how I feel about myself. 
 
9.  My close relationships are unimportant to my sense of what kind of person I am. 
 
10. My sense of pride comes from knowing who I have as close friends. 
 
11. When I establish a close friendship with someone, I usually develop a strong sense of 
identification with that person. 
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Social Desirability Scale 
Respondents were asked to indicate how much they agree or disagree with each statement. 
 
1. I never hesitate to go out of my way to help someone in trouble. 
2. I have never intensely disliked anyone. 
3. There have been times when I was quite jealous of the good fortune of others. 
4. I would never think of letting someone else be punished for my wrong doings. 
5. I sometimes feel resentful when I don’t get my way. 
6. There have been times when I felt like rebelling against people in authority even though I 
knew they were right. 
7. I am always courteous, even to people who are disagreeable. 
8. When I don’t know something I don’t at all mind admitting it. 
9. I can remember “playing sick” to get out of something. 
10. I am sometimes irritated by people who ask favors of me. 
 
 
Career-Related Mentoring Scale 
Respondents were asked to indicate how much they agree or disagree with each statement. 
 
1. My mentor helps me develop my legal skills. 
2. My mentor gives me assignments that present opportunities to learn new knowledge and 
skills. 
3.  My mentor gives me assignments and tasks that prepare me for an advanced position. 
4. My mentor helps me finish tasks or meet deadlines that would otherwise have been 
difficult to complete.  
5.  My mentor increases my contact with people likely to influence my future advancement. 
6.  My mentor gives me tasks which enhance my skills as a lawyer. 
7.  My mentor positively encourages me in my preparation for career advancement. 
8. My mentor tells me about new developments in my field and encourages me to keep up 
with them. 
9. My mentor encourages me to take part in events inside and outside my immediate work 
(eg. Conferences, seminars etc). 
10. My mentor supports me and backs me up when I am in a difficult situation. 
11. My mentor coaches me on the important details and smart ways of performing my tasks 
which I have not learnt during my formal education. 
12. My mentor gives me recognition and credit when I apply new knowledge and skills to 
my work. 
13. My mentor matches my need for personal and professional development by providing 
me with opportunities to attend training. 
14. My mentor does not encourage me to think independently and innovatively. 
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Task-Related Interaction With Peers Scale 
Respondents were asked to indicate how much they agree or disagree with each statement. 
 
1. My peers provide me with reliable information about ways to improve my job performance. 
2. My peers share with me new information that can be used to increase my job performance. 
3.  My peers constantly suggest to me new approaches to solving problems based on their own 
experiences. 
4. My peers are willing to listen to new ideas I may have. 
5. My peers encourage me to use new knowledge and skills on-the-job. 
 
Organizational Knowledge Scale 
Respondents were asked to indicate how much they agree or disagree with each statement. 
 
ORGKNO1   I now know who are the most influential people in this law firm. 
 
ORGKNO2   I am now very familiar with this law firm’s long-held traditions. 
 
ORGKNO3   I have learnt a lot about how things “really work” on the inside of this law firm. 
 
ORGKNO4   I am still not familiar with the customs in this law firm. 
 
ORGKNO5   I have a good understanding of the motives behind the actions of other people in   
this law firm. 
 
ORGKNO6 When it comes to getting my work done, I now can identify who the most    
important people are in this law firm. 
 
ORGKNO7  In handling clients, I have learnt how to coordinate with the other relevant 
departments in this law firm. 
 
ORGKNO8  I have learnt a lot about resolving coordination problems between my department 
and other departments in this law firm. 
 
ORGKNO9   I have learnt a lot about developing good interpersonal and working relationships 
with lawyers and staff from other departments in this law firm. 
 
ORGKNO10 I have learnt a lot about the language (slang or jargon specific to your workgroup 
and organization) of this law firm, and I am comfortable with it. 
 
ORGKNO11 At this point, I am able to give a good description of the history and background 
of my workgroup and law firm. 
 
ORGKNO12 I understand very well the law firm’s goals and values. 
 
ORGKNO13 I have learnt a lot about dealing and interacting with demanding and difficult 
professional colleagues and superiors.  
 
ORGKNO14  I have learnt a lot about how to use the resources needed to perform my job (eg. 
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ORGKNO15  I have learnt how to work together with other law firm staff in my department 
(eg. law clerks, administrative staff) in achieving our similar goal of providing 
good service to clients. 
 
ORGKNO16  I now understand the importance of input and advice given to me by law firm 
staff in my department (eg. law clerks, administrative staff). 
 
ORGKNO17  I have learnt a lot about dealing with senior secretaries and administrative staff 
who feel resentment towards my authority as a new lawyer in a constructive 
manner. 
 
ORGKNO18   I have learnt a lot about resolving work conflicts that may arise between the law 
firm staff (eg. Between secretaries and their fellow secretaries). 
 
 
Professional Knowledge Scale 
Respondents were asked to indicate how much they agree or disagree with each statement. 
 
PROFKNO1   I understand very well the code of ethics espoused by my profession. 
PROFKNO2  I have become well aware of client expectations and the need to provide them 
with professional service. 
PROFKNO3  I have learnt a lot on how to put my theory-based legal knowledge into 
practice when performing my daily work duties. 
PROFKNO4  I have learnt a lot on how to act independently and use my professional 
judgment in making decisions at the workplace. 
PROFKNO5  I have learnt a lot about the proper conduct and etiquette in court towards 
court staff, clients, and witnesses. 
PROFKNO6  I have learnt a lot on how to develop a solid case when faced with complex 
and vague information. 
PROFKNO7 I now appreciate why it is important for me to convey a confident professional 
image. 
PROFKNO8  As a professional, I now understand the need to have broader, more open-  
minded views of issues. 
PROFKNO9    In the past few months I have learnt quite a bit of the professional jargon. 
PROFKNO10  I now understand how I should carry myself as a professional. 
PROFKNO11  I now understand very well the need to uphold lawyer-client confidentiality. 
PROFKNO12 I have learnt to treat all sorts of legal cases and related interactions in a 
neutral, objective, and professionally-justifiable way. 
PROFKNO13 I have learnt how to overcome the embarrassment of invading a client’s 
privacy with probing questions and inquiries. 
PROFKNO14 I have learnt to adjust to the fact that some necessary courtroom procedures 
might be painful to my clients, even if such procedures are done in their 
interest. 
PROFKNO15 I have learnt how to take client accounts and perform thorough cross-
examinations. 
PROFKNO16 I have learnt how to deal with making important decisions that could affect 
my clients.  
PROFKNO17 I have learnt how to develop a certain amount of detachment, so as not to 
become emotionally-involved in clients’ problems. 
 
Measures   Appendix D
PROFKNO18 At this point, I do not always know how to manage long-term interpersonal 
relationships with my clients. 
PROFKNO19 I have learnt to deal with problematic clients (eg. Those who make 
unreasonable demands, make complaints, behave in uncooperative manner). 
PROFKNO20 I now understand the need to operate within the law and mandatory 
restrictions placed on my profession. 
 
 
Role Clarity Scale 
Respondents were asked to indicate how much they agree or disagree with each statement. 
 
1.  I feel certain about my duties and responsibilities. 
2.  I know the goals and objectives for my job. 
3.  I am uncertain how my work relates to the overall objectives of my department.  
4.  I know the expected results of my work. 
5.  I feel certain about what aspects of my work will lead to positive evaluations.  
6.  I know how to divide my time among the tasks required of my job. 
7.  I do not know how to schedule my work day. 
8. I feel certain about how to determine the appropriate procedures for each work task. 
9.  I feel certain the procedures I use to do my job are correct and proper. 
 
 
Workgroup Integration Scale 
Respondents were asked to indicate how much they agree or disagree with each statement. 
 
1.  I feel comfortable around my colleagues.  
2.  My colleagues seem to accept me as one of them. 
3.  The members of my immediate workgroup are friendly. 
4. The members of my immediate workgroup are helpful in getting my job done. 
5. The members of my immediate workgroup take a personal interest in me. 
6. I trust the members of my immediate workgroup. 
7. I look forward to being with the members of my immediate workgroup each day. 
8.  With my coworkers, I would easily be identified as “one of the gang”. 
9.  I feel little attachment to my coworkers. 
 
 
Task Mastery Scale 
Respondents were asked to indicate how much they agree or disagree with each statement. 
 
1. I am confident about the adequacy of my job skills and abilities. 
2.  I feel competent conducting my job assignments. 
3.  It seems to take me longer than planned to complete my job assignments. 
4. I rarely make mistakes when conducting my job assignments. 
5.  I am able to work well with others in the workplace in order to get things done. 
6.  I am able to perform my job in an efficient manner. 
7.  I have mastered the required tasks of my job. 
8.  I have not fully developed the appropriate skills and abilities to successfully perform my 
job.  
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Professional Orientation Scale 
Respondents were asked to indicate how much they agree or disagree with each statement. 
 
1. The ability to help others as a lawyer is important to me. 
 
2. As a professional, I am mindful of my behavior as I serve as a role model for others. 
 
3. Sometimes I find all the responsibilities of being a professional to be a hassle. 
 
4. Behaving and acting in a professional manner in all that I do is important to me. 
 
5. My professional identity makes up an integral part of who I am. 
 
6. I ensure that I behave in an altruistic manner and am service-oriented when performing 
my work. 
 
7. The autonomy to make decisions, solve problems, and perform my role as a professional 
is important to me. 
 
8. When someone criticizes my profession, it feels like a personal insult. 
 
9. I am very interested in what others think about my profession. 
 
10. When I talk about my profession, I usually say “we” rather than “they”. 
 
11. My profession’s successes are my successes. 
 
12. If a story in the media criticized my profession, I would feel embarrassed. 
 
 
       
